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INTRODUCTION

This is our first effort at a Master Contract. Language differences for particular bargaining units
are identified throughout the document as follows:

1. Exclusive language to the Abbott, PEI and United service and maintenance bargaining
units is identified by underlining.

2. Exclusive language to the Mercy service and maintenance bargaining unit is identified by
italics.

New language appearing in the contract for the first time is bolded. Article Titles are bolded
throughout for legibility.

DEFINITIONS
1. Full time employees are regularly scheduled 80 hours per pay period.
2. Part time employces are reguiarly scheduled fess than 80 hours per pay period.
3. Casual employees have no regularly scheduled hours. [n order to maintain this status,

casual employees will need to be available to work two shifts per month, to meet
employer’s needs, one of which will have to be a weekend shift. Casual employees, who
are students, must be available to work 2 shifts in 3 months while attending school.

EMPLOYMENT AGREEMENT

This Agreement is made and entered into this first day of March 2006, by and between the
undersigned Hospitals, hereirafter referred to as either the "Employer” or as "Hospital,” and its
successors, and the SEIU, Local 113, hereinafter referred to as the "Union,” and its successors.

ARTICLE 1
UNION RECOGNITION

The Union shall be the sole representative of all the nonprofessional employees of said Employer
in the classifications set forth in Arnticle 10 hereof and within the bargaining units at Abbott,
PEI and United as certified by the Nationa] Labor Relations Board and within the bargaining
unit at Mercy as certified by the Director Minnesota Bureau of Mediation Services, or
previously agreed upon by the parties.

(AN 1) NEW CLASSIFICATION OR TITLE (Abbett, PEI, United enly) - In the event that a new
or different nonprofessional classification or title is established which is not set forth in




Article 10 hercof and is not within the bargaining unit certii*ed by the National Labor
Relations Board or previously agreed upon by the parties, th: issue shail be referred to
the National Labor Relations Board. The Board shall deterimine whether the new or
different classification is to be included in the bargaming unit by applying the standards
established by the National Labor Relations Board.

{A)2) CLASSIFICATION OR TITLE CHANGE (MERCY ONLY) - Iv. the event that any new or
different classification or title not specified in Article 10 hercof is established and such
classification or title is nrot within the bargaining wnit czrtified by the Director,
Minnesota Bureau of Mediation Services or previously agrezed upon by the parties, then
the Union shall nevertheless be the sole representative of sanl employee, the employee
shall be included within the terms and conditions of this Agreement, the wage rate of
such classification or title shall be negotiated by the Hospital i'nd the Union and the rate
agreed upon hecome a part of this Agreement as of the date vuch classification or title
was established if> (I} The new or different classification or title as of the date of its
estublishmen: involves functions and duties identical 1o those periuining 1o an existing
classification or title, or (2) The new or different classification v title as of the date of its
estublishment involves functions substamtially similar in their nature. character and
scope to those performed in whole or in part in an existing clussification or ritle as that
existing classification or title existed prior 1o the creation of the new or different
classification or title. The union shall receive updated job descriptions whenever
substantial changes occur in any of the classifications represen'ed by Local 113. Prior to
implementing any substantial changes in the overall job duties o f the employees the union
will be notified and given an opportunity to discuss changes with the employer.

(B)1) CLASSIFICATION OR TITLE CHANGE - (Abbott, PE! and United only) No

classification or title shall be changed or new classification ot :itle created to defeat the
spirit of this Agreement. No classification or title shall be chunged or created, and no
emplovyee transferred or promoted, either to positions covercd. by this Agreement or
cutside it, except upon at least ten (10) days written notice ti» the Union prior to the
effective date of the same, the notice shall specify in detzil the proposed change,
establishment, transfer or promotion. The union shall receive updated job descriptions
whenever substantial changes occur in any of the classificaticns_represented by Local
113. Prior to_implementing any substantial changes in the ¢verall job duties of the
employees the union will be notified and given an opportunity to_discuss changes with
the employer.

(B)(2) NO CHANGE TO DEFEAT CONTRACT (Mercy only)
No classification or title shall be changed or new classification or title created to defeat
the spirit of this Agreement. No classification or title shall be cl.nged or created and no
employee transferred or promoted, either to positions covered by this Agreement or
outside it, except upon at least ten (10) days’ written notice ti the Union prior to the
effective date of the same, which notice shall specify in deta\! the proposed change,
establishment, transfer or promotion.



(B)(3) CLASSIFICATION OR TITLE CHANGE REFERRED TO NATIONAL LABOR
RELATIONS BOARD (Mercy only)
In the event that u new or different nonprafessional classification or title is established
which is not set forth in Article 10 hereof and is not within the bargaining unit certified
by the Minnesota Bureau of Mediation Services or previously agreed upon by the parties
and which new or different nonprofessional classification or title is not covered by this
Article as above set forth, the Union may, in writing request that the matter of the
inclusion of said new or different nonprofessional classification or title within the
Agreement be referred to the National Labor Relations Board (NLRB). Said reference to
the NLRB shall be determined according to the usual rules and procedures of that office.

(Cy NO DISCRIMINATION - There shall be ne discrimination by the Union or the
Employer against any employee because of membership or non-membership in the Union
or because of the assertion of rights afforded by this Agreement.

(D) NO CONTRADICTORY RULE - The Employer agrees not o enter into any agreement
or contract with its employees (who are in classifications herein noted), either
individually or collectively, which conflicts with any of the provisions of this Agreement.
No statement or rule shall be made or established by the Employer or the Union that
conflicts with or contradicts any of the provisions of this Agreement.

ARTICLE 2
UNION SECURITY

The Union shall be the sole representative for those employees who work in job
classifications covered by this Agreement.

(Abbott, PET and United only) Employees hired prior to March 1, 1986 and who are regularly
scheduled to work twenty (20) hours or less per two (2) week pay petiod shall not be required to

make payments under this Article.

After completion of the introductory period of sixty (60) calendar days of employment, the
Collective Bargaining Agreement provides the Employee with the following two (2) choices:

1. Employees may elect to become a Union member and participate fully in the affairs
of the Union by paying an initiation fee and monthly dues.

2. Employees may choose not to become a Union member and pay a service fee and
monthly fees (an amount not to exceed monthly Union dues.)

At the time of employment, a new employee who shall be subject to this Agreement shall be
informed of this by the Employer and the Union.

It is the Employee’s responsibility and a condition of employment to ensure that payments
to the Union are made on a timely basis. The Collective Bargaining Agreement provides



that Employees may voluntarily elect to kave Union dues and fees deducted from their
checks and sent to the Union.

GOOD STANDING - All Employees covered by this Agreement 'vho are now or may
hereafter become members of the Union shall during the life of this Agreement, remain
members of the Union in good standing as a condition of employmeni. “In good standing,”
for the purpose of this Agreement, is defined to mean the payment ol a standard initiation
fee and standard regular monthly dues, uniformly required as a condition of acquiring or
retaining membership in the Union.

Employees covered by this Agreement who elect not to become Union members shall pay to
the Union a service fee in an amount equal to the standard initiation 1'ze paid by Employees
who become Union members and a monthly service fee not to exceed the standard monthly
dues paid by Union members.

Payments required by this section shall be made only after an Employee has completed
sixty (60) calendar days of employment. The fee required by parag:aph one shall be due
and payable upon the sixty-first (61*') day of employment and must t ¢ paid within ten (10)
days thereafter. Monthly payments required by paragraph two are due and payable the
first (1) day of the month following the completion of sixty (b0) calendar days of
employment and shall be paid by the tenth ao™ day of each month.

Any Union member or Employee electing to pay the initiation 01 service fee and the
monthly dues or monthly fees who is delinquent in making the payrments required herein
for more than thirty (30) calendar days shall be terminated by the I mployer without any
notice to the delinquent Employee. Termination shall occur within three (3) calendar days
after receipt of written notice from the Union to the Employer of such delinquency.

The Union shall hold the Hospital harmless from any claims of an employie so terminated.

The Union will also send copies to that Hospital of the various wamings sent to the members
pursuant to its present practices so that the Hospital may take steps designed to keep the
employees in good standing.

"STATEMENT TO NEW EMPLOYEE"

There is a contract between this Hospital and the SEIU, Local 113 covering
wages, hours and working conditions. The Contract provides that the Union is the
sole rtepresemtative for nonprofessional employees of the Hospital in the
classification of work for which you are hired. The Contract alse provides that if
you elect not to become a member of the Union, you must pay an enrollment fee
and a monthly service fee to the Union. The Hospital takes no position as o
whether or not you become a member of the Union.



It is your responsibility to insure that the payments to the Union are made at the
times indicated. In the event any Union member, or employee electing to pay the
enrollment and service fee, is delinquent in making the required payments for
more than thirty (30) days, the employment of such employee will be terminated
without any notice

from the Union. It is important, therefore, that the contractual payments be made
on time.

The Contract also provides that you may voluntarily elect to have Union fees and
dues or enrollment and service fee payments deducted from your check and sent
to the Union.

DUES/FEES DEDUCTIONS - The Hospital agrees to deduct Union dues and imtiation fees, or
comparable enrollment and service fees for employees electing not to become Unton members,
from the wages of employees who voluntarily provide the Hospital with a written authorization
to make such deductions. The written authorization shall not be irrevocable for a period of more
than one (1) year, or beyond the termination date of this Agreement, whichever occurs sooner.
Deductions shall be made from the wages of employees’ in the first (1s1) pay period of the
month in which the payment is due. Withheld amounts will be forwarded to the Union by the
tgnth (10th) day of the month following the actual withholding, together with a record of the
amount and those for whom deductions have been made. The Union will hold the Hospital
harmless from any dispute with an employee concerning deductions made.

In the event that no wages are due the employee or that they are insufficient to cover the required
deduction, the deduction for such month will nevertheless be made from the first wages of
adequate amount next due the employee, with the Union notifying the Employer and wili
thereupon be transmitted to the Union. Together with the transmittal of deductions referred to
above, the Hospital shall furnish the Union with a list of the employees for whom deductions
were made. The Union agrees to refund promptly any dues found to have been improperly
deducted and transmitted to the Union. The Hospital will work with the Union in order 1o
process dues and reporting of hours electronically.

EMPLOYEE LISTS — Each month, the Employer will send the Union a list with the
following information:

< New Hires: name, hire date, address, phone number, classification, rate of pay,
social security number, and number of hours worked per pay period.

> Transferred Employees:  (this applies to employees transferring within the
bargaining unit or transferring into or out of a bargaining unit position) name,
social security number, date of job transfer, position the employee is transferring
from and into, new hire information for those employees new to the bargaining unit.

L Terminated Employees: (from the bargaining unit) name, termination date,
classification, and social security number.
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Employees on Leave of Absence: name, date leave begins, date of return, and social
security nnmber.

“» Changes: name changes, address changes, phone number chianges, changes in hours
per pay period, change in classification, rate of pay, any «ther changes affecting
union membership or dues, and social security aumber.

<& Hourly Reports: monthly lists of all employees in the barg aining unit with actual
hours worked by pay period, along with name, social security number, and period
the hours cover.

> Seniority List: one list of all employees in the bargaining unit by seniority with
compensated hours and one list alphabetically to be sent two times per year —
January and July.

In January ef 2007 SEIU Local 113 will be moving to a percentag: dues system, which is
based on each member’s gross pay under the Collective Bargaining Agreement. There will
continue to be minimum and maximum monthly dues. In an effor1 to make the transition
as smooth as possible, Local 113 is requesting the following data in :ddition to the member
information provided above:

Each Pay Period: name, social security number, gross pay por pay period, and dues
deduction amount.

Annually: name, social security number, hire date, classificition, wage rate, gross
collective, bargaining wages, and total annual dues deducted.

Electronic Reporting — The Employer shall work with the Urion in order to process
dues and reporting of hours electronically.

ARTICLE 3
MANAGEMENT RIGHTS

MANAGEMENT RIGHTS - Except as specifically limited by the express provisions of this
Agreement, the management of the Hospital, including but not limited to, the right to hire, lay
off, promote, demote, transfer, discharge or discipline for just cause. require observance of
reasonable Hospital rules and regulations direct the working forces and to determine the
materials, means and the type of service provided, shall be deemed the sole and exclusive
functions of management.



ARTICLE 4
UNION STEWARDS

UNION STEWARDS - The Employer recognizes the right of the Union to elect or select from
employees who are members of the Union, Union Stewards to handle such Union business,
during their routine at the Hospital where they are employed, as may from time-to-time be
delegated to them by the Union in connection with this collective bargaining relationship. The
work may be conducted only, so long as it does not interfere with the work assignment of the
Steward or other employees. The name of such Union Steward shall be furnished, in writing, to
the Employer, and any changes in Unicn Stewards-shall be reported to the Employer in writing.

(A)

(B)

©

(D)

(E)

Union Orientation - Two working days before each new employee crientation
session occurs a designated Union Steward will be sent via email the most current
list of Local 113 employees scheduled to attend new employee orientation. At the
time of new employee orientation the Employer will provide the Union Stewards
with the complete list of names of those Local 113 employees attending that
orientation. Up to two (2) Union Stewards will attend new employee orientation to
speak to new Local 113 members for up to % hour, the actual time slot to be
determined by the orientation schedule. Additional time may be agreed upon from
time to time if mutually agreed between Human Resources and the Union Stewards.

Paid Union Steward Time—In an effort ¢o promote the joint vision of SEIU Local
113 and Allina Hospitals and Clinics and to problem solve prior to committing a
complaint to written form, Union Stewards will be provided with .2 FTE/Pay Period
per 100 members. Hospitals with fewer than 100 members will be provided at .2
FTE/Pay Pericd. .Union Stewards will receive benefit credit for all time spent in a
paid Union Steward time capacity, including seniority hours in their classification,
PTO accrual and pension credit.

Steward Office—Allina will provide an autonomous, furnished Union Steward office
at each Hospital including the following:

. A desk and chair .

. A computer with Allina Knowledge Network and internet access
and a printer

A work table with four (4) chairs

A bookcase

A phone line with voicemail

A file cabinet :

Paid Union Steward Training—Union Stewards will be paid for up to two (2) days
each per calendar year for Union sponsored training or other activities relevant to
their Union Steward duties that are also related to the business of Allina.

Union Steward Meetings—The Hospitalé will make every effort to release Union
Stewards for monthly Union Steward meetings. All Union Stewards will notify their




direct sapervisors of these meetings as far in advance as possible to facilitate
coverage.

(F) Union Access—Union Representatives and Stewards shall have access at all
reasonable times to bulletin boards and to other non patient, ron public areas to be
designated by the Hospital to discharge the duties as represent: tives of the Union.

Following proper Hospital procedures and table reservation jjuidelines, the Union
may, not more than one day per month, reserve a table in public corridors for the
‘purposes of distributing information, answering Union-relat:d questions, and to
discharge the duties as representative of the Union. Additional days may be agreed
upon from time to time as mutually agreed to between the Ho:pital and the Union.
When using a table in a public area the Union and its represen tatives will not cause
disruption to the regular flow of business and traffic in the ares, The Union will also
not engage employees on work time. Nothing that is derogatory to the employer will
be distributed. and the Union representatives will work to ensure a respectiul
atmosphere surrounds the table activities.

BULLETIN BOARDS --Bulletin boards in the Hospital shall be made available to the
Union on each station/work area in a break room or other non-public area for the
purpose of posting business notices only. Unicn officials shall clear all bulietin board
notices through the personnel office before they are posted on th: bulletin board. The
business agent for the Union or the employee designate shall have ai:cess at all reasonable
times to such bulletin boards and to such other non-patient nonpublic areas to be
designated by the Hospital to discharge the employee's duties as reptesentative of the
Union. )

UNION NEGOTIATING COMMITTEE--All employees shal continue to accrue
benefits while serving as a member of the Union negotiating «ommittee, including
PTO time, insurance benefits, seniority and pension credits, ete.

-ARTICLE 5
PROBATIONARY PERIOD

PROBATIONARY PERIOD - The first sixty (60) days of employment of any new full-time
employee and the first ninety (90) days of employment of any part-time employee shall be a
prebationary period, during which the employment of such employee may e terminated with or
without cause. The probationary period may be extended for an addition: | thirty (30) calendar
days on the. following basis: The Hospital shall advise the Union in writing of the name or names
of employees for whom such extension is desired. The extension request must be received by the
Union no later than the fifticth (50th) calendar day (eightieth (80th) for pait-time employees) of
the probationary period of the employee involved. The Union may object to such extension by
giving written notice to the Hospital within five (5) calendar days followin;; receipt of the notice
from the Hospital. If no such written objection is made, the probatio-ary period shall be
extended for the additional thirty (30) calendar days.



ARTICLE 6
LABOR MANAGEMENT MEETINGS

(A 1)LABOR'MANAGEMENT MEETINGS — {(Abbott, PEI and United only) The parties

(AN2}

{(A)

(B)

are in agreement that full cooperation and understanding between the parties and a

harmonious relationship will promote efficient perfermance which is in the interest of
both the employees and the Emplover. To this end, it is recognized that matters other than
formal grievances may arise which may be appropriate to discuss in_a labor/management

meeting.

LABOR MANAGEMENT COMMITTEE — (Mercy only} - A Labor Management
Committee shail be established to support labor and management cooperation, build
trust and understanding, communicate and problem solve on areas of mutual interest.
The Committee shall consist of an equal number of union members and managers. The
issues to be covered include work redesign and jobh descriptions, working relationships
with management and other warkers, organizational performance, employment security,
diversity of the work force. training and development, and other issues of mutual
concern.

ARTICLE 7
GRIEVANCE AND ARBITRATION PROCEDURE

General Provisions

Any claim of an employee arising out of the interpretation, application, or adherence to
the terms or provisions of this Agreement or arising out of disciplinary and discharge
actions taken by the Employer shall be subject to the Grievance and Arbitration
Procedure.

On a case by case basis, the time limits outlined in this Article may be extended by
written mutual agreement of the parties as entered into between a Union Steward or
Union Representative and a Director of Human Resources or AHina Labor
Relations.

Any decision to be made by the Employer that is not actually issued within the time
limits set forth in this Article for Steps One or Two, will be deemed to have been
issued as a denial of the grievance effective on the deadline date and will be subject
to appeal accordingly. ‘

Only the Union or the Employer shali have the right to take a grievance to
arbitration.

Grievance and Arbitration Procedure

Pre-Grievance
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The employee and/or Union Steward will discuss the alleged grievance with his/her
manager in an attempt to resolve the issue. The parties will jointly agree to a time
frame for a response. This pre-grievance process will not ectend the time limits for
filing a grievance vnless otherwise agreed pursuant 1o this Article.

Step 1 -- Written Grievance

If the grievance is not resolved at Pre-Grievance, it must be submitted by a Union
Steward or Union Representative, in writing, to Human Resources, with a copy
provided by Human Resources to Allina Labor Relations. A written grievance shall
include the Article and Section of the contract allegedly violuted, the desired remedy
or correction, and be signed and dated by a Union iteward and/or Union
Representative.

In no case shall there be any consideration given to a grievance unless such notice is put
in writing and submitted within twenty (20) calendar day: after the date of the
occurrence giving rise to the grievance. A grievance relatir g to pay (wages, hours,
vacations and days off, etc.) must be submitted in writing within thirty (30) days
after the payday for the period during which the grievance c ceurred. Failure to give
such notice shall be a permanent waiver of the rights to pursue such grievance.

Within ten (10) calendar days from receipt of the grievanc:, representatives from
the Employer and the Union and the grievant(s) will meet anil attempt to resolve the
grievance. Within five (5) business days (excluding weekeds and holidays) after
the date of the meeting, the Employer will issue a decision on the grievance to the
Union Steward and or Union Representative and the grievan: atterding the meeting.
A copy will be provided by Human Resources to Allina Labor Relations.

Step 2 ~ Appeal Hearing

If the grievance is not resolved at Step 1, it must be submitted for an appeal hearing,
in writing, to Allina Labor Relations, by the Union Represeniative and/or the Union
Steward. The appeal must be submitted to the Director, Allina Labor Relations,
within twenty (20} calendar days after receipt of the Step On« decision. Within five
business days from receipt of the appeal, representatives from the Employer and
Union will agree to a date to meet to resolve the grievance. V/ithin ten (10) business
days after the date of the meeting, the Employer will issue 2 decision in writing on
the grievance to the Union Representative and/or Union ‘iteward attending the
meeting.

Arbitration and Mediztion Procedure

In the event the grievance is not resolved, either the Union or the Employer shall
have the right to appeal the grievance to Arbitration. All disputes referred to the
Board shall be filed with the Director of Allina Labor Relaiions within thirty {30)
calendar days afier receipt of the Employer’s written decision.
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The time limits in this section (C) may be extended by mutual agreement to enlist
the services of the Federa! Mediation and Conciliation Services’ (FCMS). Any
settlement reached as a result of the FMCS process is not final and binding unless
mutually agreed to by the parties.

The selection of the Arbitrator shall be made through a request to the Director of
Federal Mediation and Conciliation Service for a panel of seven (7) neutral arbitrators.
This list will be limited to Arbitrators with their primary office in Minnesota or
Western Wisconsin. The parties shall select the Arbitrator by alternately deleting
one name until six (6) names have been eliminated and the one person whose name
remains shall be the elected Arbitrator; the parties shall flip a coin to determine
who strikes first.

By mutual agreement of the parties, the following alternative process for arbitration
may be used:

‘The matter shall be referred to a2 Board of Arbitration. This committee will consist of one
{1) member selected by the Employer and one (1) member selected by the Union. In the
event this arbitration commitiee cannot agree to a resolution of such dispute or grievance
within five (5) working days after their first meeting the two (2) arbitrators shall select a
third member, who shall serve as impartial chairperson. If said arbitrators are unable to
agree upon the selection of an impartial chairperson within three (3) working days, then
cither arbitrator may request the Director of Federal Mediation and Conciliation Service
to appoint a panel of seven (7) neutral arbitrators. The arbitrators shall alternately delete
names and the last name shall be the impartial chairperson.

The decision or award by the Arbitrators or a majority of them shall be final and binding.

Neither the Arbitrator nor the Board of Arbitration shall have authority to add,
subtract or modify the terms and provisions of this agreement. The Arbitrator and
the Board of Arbitration shall be confined to the issues raised in the written
grievance and it shall have no power to decide any other issues.

The decision or award by the Arbitrator or the Board of Arbitration shall be in writing
and shall be final and binding. The expenses of the Arbitrator or the Board of
Arbitration shall be shared by the Employer and the Union equally.

Deliberate Violations

In the event that the Employer deliberately violates the provisions of this Agreement
relating to wages, hours of work, seniority rights, job classifications or titles, overtime
differentials and vacations, any back pay owed to the employees because of such
violation shall be paid by the Employer at the rate of two (2) times the standard straight-
time rate or overtime rates. The Arbitrator or the Board of Arbitration shall calculate
any cost violations and render the double penalty decision when it is definitely and
conclusively shown that the violation was deliberate. Reasonable evidence of clerical

11



(A)

errors or honest mistakes in interpretation shall exempt the Empioyer from the double
penalty provistons. In such case the Employer will be required "o pay only the actual
amount of back pay involved. This paragraph shall be subject (0 t e above provisions of
this Article.

ARTICLE 8
UNIFORM/ SHOE ALLOWANCE

UNIFORM ALLOWANCE - If the Hospital requires, suggesis or in any way indicates
the desirability or requirement of wearing apparei of a particular cc-lor, pattern, design, or
material, then the Employer shall furnish the same without cost to 1iie employee or pay to
such employee a uniform allowance as follows:

1.

Initial Uniform Allowance Upen Hire - All new esmjiloyees hired in job
classifications in which uniforms are required and who are 1egularly scheduled to
work twenty (20) or more hours per week shall recei¢ an initial uniform
allowance according to this schedule:

The uniferm allowance amounts listed shall be as follows:

. hired during March, April, or May = +130.00
. hired during June, July, or August = £101.25
. hired during September, October, or November = % 72.50
. hired during December, January, or February = 4375

Annual Uniform Allowance - On March | following the initial date of
employment, employees shall receive uniform allowances a: follows:

+ full time employees = $4130.00
e part time employees scheduled to work twenty (20)
or more hours per week = 5100.00

For employees regularly scheduled to work less than twenty (20) hours per week,
the Hospital shall furnish one (1) uniform each contract yea:. The employee shall
return the uniform to the Hospital upon termination of emplc vment.

Employees may use their uniform allowance to purchase ihoes.

Wearing apparel fumished by the Hospital shall remain the property of the
Hospital. If the Hospital fummished wearing apparel of any nature as of March 1,
(1963 for Abbott, PEL and United employees only) (/968 /or Mercy employees
onliy), the Hospilal shall continue to so furnish without cost t:: the employee.

(Mercy only) If no requirement, suggestion or indication is ade by the Hospital
employees may wear their choice of apparel.

12
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7. Each employee who is required to change clothing on premises into hospital
owned apparel has up to seven (7) minutes with pay afler the start of the shift to
change and report to his or her work area and may leave his or her work area
seven (7) minutes with pay before the shift ends to change out of hospital owned
apparel. When the employee records time by badging or clecking in on a time
recording system, that employee is expected to record their time at the beginning
of the shift before changing into hospital owned apparel and at the end of the shift
that employee is expected to record their time after changing out of hospital
owned apparel.

8 (Abbott, PEL, United only) If the Hospital requires the emplovee to wear an
identifying device of any nature, such device shall be fumnished initially by the
Hospital without cost to the employse. The responsibility for repair or
replacement thereof shall be without cost to the employee.

SHOE ALLOWANCE

Commencing on March 1, 2006, employees who are provided with scrubs paid for
by the hospital will receive $50.00 annually for the purchase of shoes.

ARTICLE 9
WORKING CONDITIONS

DINING LOCKER FACILITIES - Where employees bring their lunch, a dining room
and locker facilities shall be available for their convenience.

ACCIDENTAL DISH BREAKAGE - Emplt;yees shall not be held liable for accidental
breaking of dishes during the course of their duties. However, this shall not apply to an
employee who continuously breaks dishes due to carelessness or negligence.

RELIEF PERIODS - All employees shall be allowed, without reduction in pay, fifteen
{15) minutes relief in each four (4) hour period. The above fifteen (15) minute rest period
shall be included in the regular workday.

1) (Mercy only) Employees who because of their duties are unable to take their two
(2) fifteen (15) minute relief periods in their eight (8) hour shift, shall be allowed time
and one-half (1 1/2) for each such relief period not taken or compensatory time off
with pay at the end of their shift.

13



D}  MEAL PERIOD (Mercy only)

All employees shall be allowed, without pay, a one-half (1/2) horr meal period to be
taken within a work shift of six (6) hours or more. Employees wio, because of their
duties, are unable 1o take this 1/2 hour meal period, shall be alloved regular time for
up to eight (8) hours and time and one-half for each such meal p:riod not taken over
eight (8) hours or compensatory time off with pay at the end of their shift.

{EX1) MAINTENANCE OF BENEFITS (Abbott, PEL, United only)- V- here wages, hours and
other conditions_specifically covered by this Agreement are Jower than those now
received by an individual employee, such employee shall not have such conditions

reduced by the execution of this Agreement.

(EN2) NO LOWERING OF BETTER CONDITIONS OR WAGES BECAUSE OF THIS
CONTRACT (Mercy only.) No emplovee shall suffer a reduction in pay or lose a better
working condition, cost or non-cost, hecause of anything covered in this Contract nor
shall an emplovee be deprived of any increase or better bene'it outiined herein. No
employee receiving in excess of the herein outlined wage rates or any better condilion
shall suffer a loss of such higher rate or better working conditior by reason of anything
in this contract.

ARTICLE 10
HOURS OF WORK AND OVERTIME

(A1) WORKWEEK AND OVERTIME (Abbott, PEI, United only) - The regular pay period

shall be eighty (80) hours. Eight (8) hours shall constitute a day's work to be completed
within nine {9} consecutive hours. If an employee works in exces: of eight (8) hours per
day, or in excess of eighty (80} hours in a two-week pay peried, pvertime at the rate of
one and one-half {1-1/2) times the employees regular straight-tirie hourly rate shall be
paid for such hours. PTO hours and frozen sick teave hours shall he considered as hours
of work for overtime purposes. An employece who works in :xcess of twelve (12}
consecutive hours shall receive double time the employee’s regular straight-time hourly
rate for such excess hours,

If an employee is scheduled to work more than seven (7} ¢)nsecutive days, such
scheduled days will be paid at time and one-half (1-1/2). After the schedule is posted, an
employee may request to work more than seven (7) consecutive_days. Said employee
shall be paid at regular straight time pay unless the extra shift is n_addition to eight (8}
hours worked in a day or eighty {(80) hours worked in a two-veek pay period. The
Employer and employee may mutually agree to a schedule of moye than seven (7) days
without overtime when it meets the mutual interests of both parties

If an employee volunteers to work on_his/her scheduled day off, the employee will be
paid at his/her regular rate of pay unless the extra shifl is over eighiy {80) hours in a two-
week pay period. 1f an emplovee is mandated to work on his or her day off, the employee
will be paid at time and one-half(1-1/2).

I4



(A)(2) HOURS OF OVERTIME AND DAYS OFF - (Mercy only)

(B}

Eight (8) hours shall constitute a day's work 1o be completed within nine (9) consecutive
hours. No employee shall work more than seven (7) consecutive days in a two-week
period. If an employee is required to work in excess of eight (8) hours per day, or in
excess of eighty (80) hours in a consecutive rwo-week perioad, or on any day scheduled as
a day off for such employee, overtime ot the rate of one and one-half {1 i) times the
emplovee's regular straight-time hourly rate shall be paid for such overtime hours. The
preceding sentence notwithstanding, an emplovee required to work in excess of eight (8)
conseculive hours will be paid at the rate of one and one half (1 1) times the regular rate
of pay for the first four (4} hours of such overtime und will e paid double time (2x) for
all overtime in excess of twelve (12) consecutive hours.

PTO and frozen sick leave shall be considered as hours of work for overtime purposes.

Employees may, with the approval of the Hospital and the emplovecs, change their days
off with other emplovees in the same classification.

I any case where any employee is now working less thun seven (7} consecutive days, no
such emplovee shall be required to work more consecutive days than are now being
worked by such employee, except upon payment of overtime at the rate of one and one-
kalf (1 ) times the straight time hourly rate of such employee for work performed on
the sixth (6") and/or seventh (7") consecutive workday as the case may be, where such
sixth and/or seventh consecutive workduy is in excess of the number of consecutive
workdays now worked by such emplovee. This provision shall not apply to any employee
heretofore working a schedule including nonconsecutive days off who shall elect, under
the terms as hereinafier provided, to work a schedule providing for consecutive days off.

SCHEDULING PATTERN - The general pattern of scheduling shall be such that all
employees shall have at least two (2) Sundays off per calendar month, together with a day
consecutive therewith, and two (2) consecutive days ofl duning the alternate week. All
employees shall have an absolute, unqualified right to elect to work pursuant to the
general pattern of scheduling. Notwithstanding said night, an employee may, by mutual
agreement with the Hospital, clect to work a scheduling pattern providing for
nonconsecutive days off in the alternate week.

Where employees elect to work pursuant to the general pattem of scheduling, the
Hospital may schedule the Sundays off for such employee on the basis of either a
Saturday-Sunday or a Sunday-Monday combination. Where employees elect to work
pursuant to a scheduling pattem providing for nonconsecutive days off in the altemate
week, such employees shall have two (2} weekends (Saturday and Sunday) off per
calendar month.

The scheduled workweek need not correspond to the calendar week, and the pattern of
scheduling may be such that more or fewer than five (5) days of work are scheduled in
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one (1) week, provided that not more than ten {10) days of work are :icheduled in any two
(2) consecutive warkweeks.

The scheduling provisions contained herein shall not apply to part-time employees
regularly scheduled to work forty-eight (48) hours or less in a two-w ek pay period.

POSTING OF SCHEDULES - The hospital shall post work sched iles at least fourteen
(14) calendar days in advance of the workweek.

SCHEDULING GUARANTEE - Where any department as a wiile is now working
less than seven (7) consecutive days, the work schedule of such department shall not be
changed except by mutual agreement between the Hospital and th: Union, except that
this sentence shall not apply to employees required for surgical emeryencies.

WORKWEEK SCHEDULES TO CONFORM NOTICES - Worltweek schedules in
conformity with this Agreement shall be furnished to the Union within fifteen (15) days
of the execution of this Agreement. Any proposed workweek schedules shall likewise be
in conformity with this Agreement and shall be furnished to the Uinion at least fifteen
{15) days before the effective date of such proposed change.

If within such fifteen (15) day peried the Union shail file writter objections to such
proposed change with the Hospital, the effective date of such change shall be postponed
pending the submission of the objections to a Board of Arbitration . onsisting of one (1)}
member selected by the Employer, one (1) member selected by th- Union, and a third
member selected by the Director of the Federal Mediation and Cenciliation Service. Such
third member shall serve as impartial chairman. The decision or awai| by said arbitrators,
or a majority of them, shall be final and binding upon the parties. Prcvided, however, that
the decision of the Arbitration Board to be final and binding must be served in writing
upon the parties within thirty (30) days of the originally proposed :ffective date of the
schedule change; otherwise, said decision shall be a nullity and of nc legal effect, and the
Hospital shall have the right 1o effectuate said proposed workweek sciedule. The expense
of the Board of Arbitration shall be borne by the parties equally.

NO SPLIT SHIFTS - There shall be no split shifts; provided, however, the Union agrees
it will make exceptions in this respect on the basis of individual hospital negotiations.
Employees who agree to work with less than 12 hours between stifts due to hospital
need, including open shifts and available extra hours, shall be paid premium double back
pay at the rate of time and one half for the hours worked between tl ¢ time of return and
the end of the 12 hour period. This provision shall not apply due t» employees trading
hours or an employee initiated schedule change.

OVERTIME SCHEDULING - Employees shall not be required to ta«e time off in lieu of-
overtime pay. To meet the above-scheduled hours, Sunday hours mi.v be reduced. Work
hours on Saturdays and Sundays shall not be increased by reason of auything contaitted in
this Agreement.
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SENIORITY PREFERENCE - In the establishment of workweek schedules, the Hospital
shall give preference to employees in accordance with seniorty as far as practicable and
consistent with proper hospital management. Employces who have 20 calendar years of
employment in the bargaining unit may have the opportunity for straight day shift and/or
no weekend shifts when that becomes possible. The employee will submit a written
request to his/her manager.- When the opportunity to create such shifls occurs, the
employee and the manager will confer to determine the feasibility and impact of the
change on patient care, the work of the department, the effect on other employees, and
whether to proceed with creating the opportunity. 1f more than ong 20 year employee on
the same unit submits a wrilten request the opportunity will be offered according to
Senigrity.

FLEXIBLE SCHEDULING - The Hospital and an individual employee may agree upon
a pattern of work schedules providing for work in excess of eight (8) hours per day. Work
schedules established pursuant to the provisions of this Section shall be subject to the
following conditions:

t. An employee shall have an opportunity to revicw the altemate work schedule or
schedules being considered prior to volunteering for flexible work schedules. The
employec may limit agreement to specific 1ypes of flexible schedules. The
Hospital shall retain written documentation that an employce has agreed to a
flexible work schedule and of the type of flexible schedule to which the employee
has agreed. An employee elecling to work schedules under this Section may
revoke such election by giving the Hospital written notice of six (6) weeks or a
period of time equal to the length of time normally covered by the Hospital's
posted schedule of work hours, whichever is less,

2. The basic work period shall be forty {40) hours per week. An employee shall be
paid time and one-half (1-1/2) for work in excess of forty (40) hours per week
rather than the overtime provisions set forth in this Section. Further, even though
the tota] hours worked during a week may not cxceed forty (40} an employee
working in excess of the employee's scheduled workday shall be paid at the rate
of time and one-half (1-1/2) for all excess time so worked, except that hours in
excess of twelve (12) consecutive hours in a workday be paid at the rate of double
time.

3. Evening shift differential shall be paid for all hours of Lthe shift where 50% or
more of the hours are worked after 3:00 p.m. and before 11:00 p.m.  Night shift
differential shall be paid for all hours of the shifl where 50% or more of the hours
are worked after 11:00 p.m. and before 7:00 a.m.

(X1} EXTRA HOURS (Abbott, PEI, United only) - The Hospital shall post a sign-up sheet

prior to the posting of the work schedule whereby employees may indicate availability
for specific extra shifis within their classification. Extra shifts shall be granted on a
seniority basis first to employees on a non-overtime basis and then to employees on an
overtime basis. Extra shifts shall be granted as provided in this Scction before_using
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temporary employees of outside employment agencies. Individual hospitals shall meet
with the Union to develop a policy that provides for the co sistent application of this
section.

EXTRA HOURS (Mercy only) Schedules shall be posted with known holes up to six (6)
weeks in advance to the start of the schedule. At the same time, an availability list will
be posted for five (5) calendar days. On the sixth (6) day, the availability list will come
down, the holes will be filled as outlined below and a new schodule will be posted.

In order to be eligible for extra shifis and in order te :xercise seniority rights,
employees must sign the availability list.

Availability lists will be posted in each department. Nursing availability lists will be
posted in the staffing office, with the exception of Closed Units such as SARS, PACU,
Ambulatory Care, etc., which wifl post their own lists in their nits.

Extra hours will be filled on the following basis from the avai'ability list:

Non-overtime, most senior employee in a classification.

Overtime, most senior employee in a classification,

Non-pvertime, most senior qualified employee outside . classification,
Overtime, most senior qualified employee outside a clavsification.

S

After filling extra hours from the employees signed — up o1 the availability list, the
Hospital will:

5. Award extra hours to whomever else will work within that jeb classification,
including those not scheduled to work that day or those who are scheduled fo
work later on a later shift. (Seniority might not be o devermining factor in the
number five (5.) because employees had the right to ex.rcise their seniority
rights by signing the availability lists as outlined in nurmbers 1-4 above.)

There will be no more daily availability lists because same day holes as a result of sick
calls, etc., will be filled via the availability list and process as r:ferenced above. Same
day calls to staffing personnel shall fall inte number five (5) aiove and seniority might
not be a determining factor in awarding extra hours because s-niority rights can only
be exercised by signing the availability list,

GIVE AWAY SHIFTS - Employees may give away shifts withcat using PTO time as
follows:

. An employee may give away four (4) shifts per year
. An employee must have a work agreement of .5 FTE or yreater
The give away shifi shall not create overtime for the employee accepting to work
the shift
. An employee accepting the shift must be qualified withir the classification
18
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. (Abbott, PEL, United only} An employee shall not give shifts to casual employees.

INCREASES AND DECREASES IN WORK. AGREEMENT - If a regularly scheduled
employee works above histher work agreement for a minimum of six {6} consecutive
months, the employee may request a change in his/her work agreement. (The hours
worked above do not include unscheduled absences, PTQ, leaves of absence, give away
shifts, and hours from posted but unfilled positions). These hours will be posted and
awarded by seniority. If the employee works below his/her work agreement for a six (6)
month consecutive period of time, management may reduce the work agreement after
evaluation and consultation with the employee. Low need days do not apply.

DOCTORS’ APPOINTMENTS - With management approval, the employee will be able
to adjust his/her schedule to accommodate a doctors' appointment.

ARTICLE 11
PAID TIME OFF (PTO)

PTO provides employees with choice and flexibility to balance their lives between work and
home by consolidating an employee’s vacation time, holiday and sick leave into a single
account of paid leave.

(A)

ELIGIBLITY AND EFFECTIVE DATE

To be eiigible for Paid-Time Off, an employee must be classified as a .5 FTE work

- agreement or greater (e.g. 20 hours or more per week). PTO shall be used in

(fifteen) 15 minute increments and must be accurately reported.

If an employee’s work agreement or FTE changes such that the employee loses
eligibility and later regains eligibility, the employee’s initial eligibility date will
remain the same for purposes of determining length of service. If the employee
terminates employment with Allina and is rehired within 180 calendar days, the
employee’s initial eligibility date will remain the same for purposes of calculating
length of service, If the employee is rehired after 180 calendar days, the employee’s
rehire date will be used as the initial eligibility date.

Employees will automatically be enrofled in the PTO Program as of the later of: -

. April 29, 2006, effective date of conversion to PTO;

. The date of hire at Allina; or
. The day the eligibility requirements are satisfied through employment within
Allina.
19
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PTO ACCRUAL SCHEDULE
Length of Service Accrual Rate/Hour Maximum Accrual
‘ Rate/Year

0-4 years 0925 192.40

5-8 years 1117 w 232.34

9-14 years 1309 . 272.27

15 years 1350 280.80

16 years 1380 . 287.00

17 years .1420 295.36

18 years .1460 o 303.68

19 or more years .15%0 . 330.72

PTO accrues each pay period, based on compensated hours, io an annual maximum,
based on an employee’s length of service with Allina regardless of any change of
classification or transfer between facilities, Length of servic: is determined using a
twelve month (12) period and calculated based upon the emyloyee’s initial eligibility
date or the date the employee moves into an eligible position, if later.

An employee will not acerue PTO while on an unpaid noa-I"MLA leave of absence
(e.g. personal leave) or an unpaid suspension.

If accrued PTO is available, PTO will be used to cover all time away from work
(planned or unplanned) including Family Medical Leave Act leaves, except as
otherwise provided in Section 11 of this Agreement and this Article Section D -
Holiday and Scheduling Rules.

If an employee is absent and does not have accrued PTO available, the time away
from work will be unpaid.

Accrued PTO will carryover from year to year, up to the naximum accrual. No
maximum accrual will apply during the 2006 calendar year. Effective January 1,
2007, the maximum PTO accrual shall be as follows:

- As of January 1, 2007 — 400 hours
. As of January 1, 2008, — 360 hours

When an employee reaches this maximum PTO accrual. th:re will be no further
accrual of hours until the balance falls below the maximum. lowever, PTO will not
be lost once it has accrued. PTO will need to be used in order to begin to accrue
PTO again. An employee will not receive retroactive credit or time worked while
his or her PTQ balance is at or above the maximum acerual limit.

ABILITY TO RESERVE PTO
Employees on medical leave who are receiving benefits under Income Protection

(1P, as referenced to Section H in this Article), FMLA or ge'v child/parental leave
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may elect to reserve up to 40 hours of PTO to be available to use upon return from
leave. Elections to reserve PTQ are irrevocable. The ability to reserve PTO is not
available for employees on an approved intermittent leave of absence.

INITIAL MOVE TO PTO

Employees moving to PTO will see the following changes:

. vacation balance will move into PTO balance,

. sick time balance will move into Frozen Sick Leave (FSL) bank,

" when ill for more than one day, the first day will come out of PTO and each
consecutive day will come out of the frozen sick leave bank until FSL is
exhaunsted,

. for employees on an approved intermittent FMLA Leave, FSL will be used

for all absences following the first day of the leave, until FSL is exhausted.
USE OF FROZEN SICK LEAVE (FSL}
Using Frozen Sick Leave instead of PTO - Frozen Sick Leave (FSL) is available to
certain employees who had sick leave balances when the PTO Program was first

implemented.

Frozen Sick Leave may be used if you are absent due to one of the following:

. Your own illness or serious kealth condition;

. To care for your child under the age of 18 (or under the age of 20 if the child
has not graduated from secondary school) with an illness or sericus health
condition;

. To care for your child age 18 or older whe is incapable of self care due to a
mental or physical disability and who has a serious health condition;

. To care for your spouse/domestic partner or parent who has a serious health
condition;

. The birth of your child, including care for such newborn; and

. The adoption or placement for adoption or foster care of a minor child.

The term serious health condition as referred to throughout this Article shall be
defined pursuant to the provisions of the Family Medical Leave Act, as amended
from time to time. Note: It is not a requirement of the PTO program that
employees must have a serious health condition in order to access frozen sick leave.
However, if you have an FSL balance, your use of FSL is subject to the following
Tules:

+  Except as otherwise indicated, you must use PTO for the first full or partial day

of absence due to one of the causes listed, unless you do not have PTO available,
in which case you must take such time unpaid.
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If you become ill or suffer from a serious health condilion on a previously
scheduled day off or scheduled holiday off, you may use F'SL after using PTQ
for the first full or partial day of absence upon submission of proper
certification by a competent physician. .

If you become ill or suffer from a serious health condition, ou must notify your
department head of your iliness at least one (1) hour {two (2 ) hours for the night
shift and three (3) hours for the relief shift) prior to th: beginning of your
working day or as soon thereafter as possible and shall submit proof of sickness
or serions health condition to the Employer if requested. If proper notice of
illness is not provided to the Employer, yon will not be akle to access FSL for
the continuous absence.

If you return to work after an illness or injury and you are absent again within
fourteen (14) consecutive calendar days due to the same illness or injury, you
may use your FSL balance immediately without using a fuil or partial day of
PTO.

If you are unable to work due to a disability as determined under terms of the
Income Protection Program (as referenced in Section H), you must use your
FSL, until exhausted, beyond the first day of the absence.

Benefits under the Income Protection Program wil! automatically be
supplemented with your available FSL up to 100% of pay at the time of your
disability.

USE OF PTO - GENERAL

An employee’s manager must approve all requests for PTO.

An employee may not use PTO in excess of his or her normally :icheduled hours (i.e.
FTE status), except if the manager requires additional work hours to meet business
needs.

1.

PTO REQUEST PERIOD/GRANTING OF PTO - (4bbott, PEI, United
only) - Employees shall submit a reqguest for PTO_during the period of

January ] through February 15 for the vacation year bezinning April 1 and
ending_the following March 31, The Hospital shall respond by March 15.

PTO shall be awarded by seniority and shall be posted in each department.

Employees not submitting a reguest by February 15 shall submit_their
request at least two (2) weeks prior to the requested PTO, and it shall be
granted in the order requested recognizing semiority if more tham one {1)
employee makes a request on the same day. The Ho:pital shall respond
within seven {7) calendar days from the time of a request made gutside of the
window period. Requests outside of the foregoing periods; will be considered
on_an _individual basis. There will be no change of any scheduled PTO time,
except by mutual agreement between the affected empl:yee or emplovee(s)
and the emplover,
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All PTO requests outside the bid period shall be granted subject to staffing
needs regardless of whether a schedule has been posted. If an employee
requests PTO after the schedule is posted, he/she will need to give at least
seven (7) days notice, and the supervisor must respond within twenty four
{24) hours.

With _at least two (2) weeks notice to the HR Service Center, an_employee
may request prepayment of PTO prior to taking time off.

This paragraph (F} (1} does not apply to holiday scheduling.

PTO REQUEST PERIOD/GRANTING OF PTO (Mercy Only) — The PTO
vacation year shall be April I through March 31. PTO vacation requests for
May I through October 31 shall be made by March 1, and the Hospital shall
award PTO by seniority. PTO vacations shall be posted in each department by
April 1

PTO vacation requests for November 1 through April 30 shall be made by
September 1, and the Hospital shall award PTO by seniority. PTO vacations
shall be posted in each departiment by October 1. There will be no change of any
scheduled PTO time, except by murtual agreement between the affected
employee or employees and the employer.

Employees submitting PTQ requests outside the bid window shall submit their
request at least two weeks prior to the requested time off and every effort shall
made to grant the request in accordance with current department PTO
scheduling guidelines, recognizing seniority if more than one (1) employee
makes a request on the same day, The Hospital will respond within two (2)
business days to PTO requests outside the bid window. If such PTO request is
denied and a question exists regarding whether the department’s PTO
scheduling guidelines have been met, the employee may request a meeting
between Human Resources and the Union to attempt to resolve the issue and
ensure that all options were exhausted prior to the request being denied. This
meeting shall take placed no later then two (2) business days upon PTO denial.

Employees shall have the right to make PTO requests with less than fourteen
(14} days notice with the understanding that all requests for time off shall be
granited subject to staffing needs.

In an effort to ensure that employees have adeguate PTQ opportunities, a
retrospective review of PTQ requests approved and denied will be generated on
a uanivdepartment-specific basis upen request by a Steward or Union
Representative. PTO scheduling guidelines may be adjusted to fill the
demonstrated needs as identified in review.
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With at least twe (2) weeks notice to the HR Service “enter, an employee may
request prepayment of PTO prior to taking time ofy.

This paragraph (F2) does not apply to holiday scheduling,

RECOGNIZED HOLIDAYS
la.  {Abbott, PEl and United only) Recognized holida,s include: New Year’s

1b.

Day, or Easter Sunday (Employees who work both (;ood Friday and Easter
Sunday can only supplement one day with PTO for double pay), Memorial
Day. Fourth of July, Labor Day. Thanksgiving and Christmas.

{Mercy only) Recognized holidays include: New Year’s Day, Easter Sunday,
Memorial Day, Fourth of July, Labor Day, Thanksgivi:.g and Christmas.

Exercise of Seniority

Each employee shall be given an opportunity, in order of seniority, to express
a preference prior to posting of holiday work scheiules as to whether the
employee should work the holiday or be off on the holiday.

Full-time employees (employees with a 1.0 FT.I work agreement)
preference of working a holiday.

At the time employees exercise their seniority Ior purposes of holiday
scheduling, full-time employees whe wish to be scheduled to work a
holiday shall elect one of the following options:

1) Work 80 hours in the pay period, (inclelding the holiday) and
take PTO as premium pay on the halidy to receive double
pay - at straight time. The premium pay will be entered into
the system as “worked holiday”, or

2) Work 80 hours in the pay period (including the holiday) and
save PTO to be used in a different pay period.

Full-time employees preference for not workiny! a holiday.

At the time employees exercise their seniority fir purposes of holiday
scheduling, full-time employees who do not wish to work a holiday
shall elect oune of the following options:

1) Work 72 hours and use PTO to equal 80 hours,

2) Work 80 hours without using PTO during the pay period, or
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J) Work 72 hours without using PTO. (Note: This option will
impact an employee's accruals as he/she will earn accruals on
72 hours rather than 80 hours.)

Part-time employees (employees with a work agreement of .5 -99 -
FTE) preference of working a holiday.

At the time employees exercise their seniority for purposes of holiday
scheduling, part-time employees who wish to be scheduled to work a
holiday shall elect one of the following options:

1 Work their FTE, and take PTO as premium pay on the holiday
to receive double pay at straight time, not resulting in
overtime. -

2) Work their FTE, and not take PTO.

Part-time employ¢es preference of not working a holiday.

At the time employees exercise their seniority for purposes of holiday
scheduling, part-time employees who do not wish to be scheduled to
work a holiday shall elect one of the following options:

1} If the holiday would normally be a scheduled day off:

a) The employee can work their full FTE and add PTO on
the holiday — not resulting in overtime, or

b) The employee can work his/her full FTE without using
PTO.

2) If the holiday would normally be a scheduled day to work:

a) The employee can use PTO on the holiday to arrive at
their FTE status, or

b) The employee can take the holiday off without pay and
work under their FTE status. ((Note: This option will
impact the employee’s accreals.)

Available hours.
Available hours will be offered first by seniority to part-time
employees electing (D) 2.b.(2){b), above, and then by seniority - to

those employees who. if assigned the available hours, would not incur
overtime.
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f. Employees with work agreements less than .5 FTE.

Any part time employee with a work agreement .:f less than .5 FTE
shall be paid at the rate of two (2) times his/her regular rate of pay for
time worked on all recognized holidays.

3. Department Closure. If an employee’s department is closed due to an Allina
Recognized Holiday, the employee does not have to usc PTO, and can work
under his/her work agreement.

4. Christmas and New Years. Christmas f)ay shall be dee med to extend over a
forty (40) hour period from 7:00 A.M. on December 2 through 11 P.M. on
December 25. New Year’s Day shall be deemed to ext:nd over a thirty-two
(32) hour period from 3:00 P.M. on December 31 through 11:00 P.M. on
January 1. Employees shall receive time and one-half for all hours worked
during this time. Employees who work can elect 1o supplement only one shift
on each holiday with PTO for double time and one h:!f pay. The election
must be made at the time the employee exercises his/her seniority for holiday
purposes in paragraph (B) above.

PROOF OF SICKNESS
An emplioyee may be required to submit proof of sickness or disability to the
employer, if requested. An employer request for a doctor’s slij will not be made at

the time the employee calls in.

PTO CASH OPTION

~-Each calendar year during annual Open Enrollment, Empioyees with a PTO

balance of one hundred and sixty (160) hours or more as of the last payroll period
on or before November 1 of such year an Employee may :lect the PTO Cash
Option. The employee will receive a notification and electior form from the HR
Service Center indicating you are eligible for the PTO Cash Op'ion,

The PTO Cash Option allows an Employee to request up to foriy (40) hours of PTO
that would be accrued in the following year be distributed to :he Employee rather
than accrued as PTO. Only PTO hours accrued in the following calendar year are
eligible for the PTO Cash Option. The PTO Cash Option election must be received
by the HR Service Center during open enrollment or no later than December 31. An
election to participate in the PTO Cash Option in the next calendar year and the
payment option designation are irrevocable once made.

In no event will the PTO Cash Option distribute an amount in excess of the PTO

actually accrued during the year in which such distribution s to be made. PTO
accrued during prior years shall not be available for distribnlion under the PTO
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Cash Option. The PTO Cash Option shall be paid at the Employee’s standard
hourly rate at the time of payment and shall not be considered or paid at overtime
rates.

All elections to participate in the PTO Cash Option must indicate the number of
hours to be distributed up to the maximum of forty (40) hours. An Employee who
fails to provide this required information by (he stated deadlines shall not
participate in the PTO Cash Option in the following year.

If at any time prior to a scheduled payment under the Cash Option an Employee’s
FTE is reduced below .5, the Employee will no longer be a eligible to participate in
the Cash Option and all future scheduled payments will cease. Termination of
participation in the Cash Option will not change or otherwise impact an employee’s
elections under the medical program, flexible benefit program or 403(b) Savings
Plan.

The following payment options are available:

1. Lump Sum Cash Payment - An Employee may elect to receive all or a
portion of the PTC Cash Option in a single lump sum cash payment. An
Employee must designate the rumber of hours to be distributed in this form
at the time the PTO Cash Option is elected. Such payment shall be paid as
of the first payroll period on or after April 1 of the payment year. If an
Employee fails to elect a payment option, the Employee will be deemed to
have elected the Lump Sum Cash Payment option.

2. Contribution to the Allina Pre-Tax Premium Payment Program- An
Employee may elect to contribute all or a portion of the PTO Cash Option to
the Premium Payment Program in order to offset emplovee’s portion of the
cost of Allina sponsored group medical coverage elected by the Employee. An
Employee must designate the number of hours to be contributed to the Pre-
Tax Premium Payment Program at the time the PTO Cash Option is elected.
Such contribution will then be distributed on a pro rata basis each payroll
period to the extent such amount does not exceed the PTO accrued during
the pay peried. In the event insufficient PTO has accrued during the pay
period, a PTO Cash Option distribution will not be made and will be paid in
a subsequent pay period in which sufficient PTO has accrued. This payment
option will be administered in compliance with the provisions of Section 125
of the Internal Revenue Code and all applicable regulations.

3. Contribution to the Allina Flexible Benefit Program. - An Employee may
¢lect to have all or a portion of the PTO Cash Option contributed to the
Flexible Benefit Program. Such amount may be used to fund the amount the
Employee elects to contribute to the Health Care Reimbursement Account
and/or the Dependent Care Reimbursement Account. This payment option
is a funding mechanism only. The Employee must also participate in the
Flexible Benefit Program pursuant to the enrollment reguirements
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applicable to that Program. Electing this payment ootion does not increase,
decrease or replace the Employee’s elections under the Flexible Benefit
Program.

An Employee must designate the number of hours to be contributed to the
Account(s) under the Flexible Benefit Program at the time the PTO Cash
Option is elected. If an Employee elects to furd the Flexible Benefit
Program with all or a portion of the PTO Cash Option, such amount will be
deposited in the Account(s) designated by the [mployee as soon as
administratively feasible following April 1. An employee’s remaining future
contributions will be adjusted to account for this contribution. If the PTO
Cash Option distribution amount designated under this payment option
exceeds the amount elected under the Flexible Benefit Program, such excess
shall be paid in a single lump sum cash payment in the Employee. This
option will be administered in compliance with the provisions of Section 125
of the Internal Revenue Code and all applicable regul. tions.

Contribution to the Allina 403(b) Savings Plan. - An Employee may elect to
contribute all or a portien of the PTQ Cash Optior to the 403(b} Savings
Plan. An Employee must designate the number of hoirs to be contributeq to
the Savings Plan at the time the PTO Cash Option is ¢lected. If an Employee
elects to contribute any portion of the PTO Cash Option, such amount will
be deposited as soon as administratively feasible following April 1 to the
extent such amount is not an excess contribution (in 'vhich case such excess
amount will be paid in a single lump sum cash paynient to the Employee).
This payment option will be administered in compliaace with the provisions
of Section 403(b) of the Internal Revenue TCod: and all applicable
regulations.

WHEN ELIGIBILITY FOR PTO ENDS

An Employee will no longer be eligible for PTO when:

The Employee terminates employment with Allina,

The Employee dies.

The Employee no longer satisfies the eligibility requir- ments in paragraph A
in this section.

The Employee begins a non-FMLA leave of absence.

If eligibility ends due to death or termination of employment, unused accrued PTO
will be paid to the Employee in his/her final paycheck,

If an Employee’s regularly scheduled hours are changed to less than 20 hours per
week (less than .5 FTE), PTO accruals will cease. An empluyee’s PTO will not be
paid out, The Employee may continue to use accrued PTO until it is exhausted.
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CASHING OUT PTO DURING EMPLOYMENT - With the exception of the PTO
Cash Options during open enrollment, an employee’s unused PTO will not be paid
at any time prior to termination of employment, unless one of the following criteria
is met:

. Re-classified as Casual - If an employee is reclassified under his/her work
agreement as a casual employee (0.0 FTE), his/her PTO will be paid out
automatically. If the employee is later reclassified as a full time or part time
employee, he/she will not have the opportunity to reinstate his/her PTO by
repaying the cashed-out amount.

. Extreme Hardship - Acerued PTQ may be paid cut in the limited case of an
extreme hardship. An extreme hardship is a financial hardship due to a
serious, isolated and unexpected event that will have severe financial impact
on the employee and cannot be met by any other source of income or savings
(e.g. house fire, catastrophic illness, natural disaster), and does not include
circumstances resulting from poor planning or foreseeable consequences of
personal actions. Request for extreme hardship PTO payouts are subject to
approvat by the Director of the Labor Relations, or his/her designee.

PTO DONATION

Employees may choose to donate time for the “PTO Donation Program” following
the Allina guidelines as may be amended from time to time.

ARTICLE 12
DISABILITY AND LEAVES OF ABSENCE

ILLNESS/DISABILITY LEAVE (Abbott, PEL, United only) Upon_completion of the

probationary period as set forth in Anticle 1 (L) of this Agreement, an automatic leave of
absence without pay_shall be granted to an emplovee in the case of illness or physical
disability, including pregnancy, which exhausts frozen sick leave. Such leave shall be for
the period of illness or disability enly. Such leave shall not exceed one {1) year in length.
However, an employee who has been employved for less than twelve (12) months will
only be eligible for an unpaid leave equal fo the length of time from the employee's date
of hire up to the date of the leave request. An_employee shall be returned to the
employee's regularly scheduled position with full seniority and without loss of benefits
upon certification by a competent physician of recovery from such iflness or disability.
Frozen sick leave pavments as provided in this Article shall be made only during the
period of actual illness or physical disability subject to the maximum payments provided
herein. No employee shall be entitled to receive a second automatic leave of absence for
illness or physical disability uniess such employee has retumed to active employment for

three (3) months or more.

ILLNESS/DISABILITY LEAVE (Mercy only) — In the case of iliness or physical disability,
including pregnancy, which exhausts accumulated frozen sick leave, an automatic leave
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of absence without pay shall be granted to the employee during the veriod of such illness
or disability up to a maximum period of one (1) year. An emplovec shall be returned to
histher regularly scheduled position with full seniority and without loss of benefits upon
certification by a competent physician of recovery from such illness or disability. Frozen
sick leave payments as provided in this Article shall be made only during the period of
actual illness or physical disability subject to the maximum paym:nts provided herein.
No employee shali be entitled to receive a second automaric leave .of absence for illness
or physical disability unless such employee has returned to active mplovment for three
(3) months or ntore.

(B)(1) JURY DUTY (Abbott, PEL United only) - When an employee re;eives notice of jury

(B)2)

{Cn

duty, the employee shall notify the emplovee's supervisor at once. - he employee will be
given leave for such jury duty and will be made whole for loss of piy during that period.
The emplovee will report for work whenever the employee’s jury duty does not conflict;

provided, however the employee will not be required to work later than 7:00 p.m. on any
day the employee was requested to report for jury duty. Any reason: ble rearrangement of

work hours including re-shifting of other employees for that purpose, will be made. In
making the emplovee whole, the employee's wages will be computed as if the employee

had worked on the first {1st) shifi at straight time and be paid in full, therefore, minus the
amount ¢videnced by the employee's jury check. In no event sh:ll jury allowance be
made in any one (1) year to an employee for over two (2) wepks of such service.
Whenever considered necessary by the Emplover because of the newds of the business at
a_particular time or the difficulty of substitution for the particular employee, said
employee will cooperate with the Emplover in requesting and obtaining a postponement
of said jury duty.

JURY DUTY (Mercy only) - When an employee receives notice of jury duty, he/she shall
notify his/her supervisor at once. He/she will be given leave for such jury duty and will be
made whole for loss of pay during that period. He/she will repor: for work whenever
his/ker jury duty does not conflic; provided, however he/she will no' be required to work
later than 7:00 pm. on any day hefshe was requested to repor’ for jury duty. Any
reasonable rearrangement of work hours including re-shifiing of othvr employees for that
purpose, will be made. In making the employee whole, his/her wage: will be computed as
if he/she had worked on the first (1st) shift at straight time and be paid in full, therefore,
minus the amount evidenced by his/her jury check. Whenever con.idered necessary by
the Emplover because of the needs of the business at a purticular tir ¢ or the difficulty of
substitution for the particular emplovee, said emplovee will cooperate with the Employer
in requesting and obtaining a postponement of satd jury duty.

BEREAVEMENT LEAVE (Abbots, PEI, United only) - A leave of absence of three {3}

days without loss of pay shall be granted to employees in case_of death in the family
{parents, parents-in-law, grandparents, grandchildren, brothers, sisturs, sons, daughters,
husbands and wives or domestic partners, step-parents, step-children, step-brothers and
step-sisters) for the purpose of atiending the funeral or memorial service of the deceased.

Such leave shall be the day before, the day of, and the day after the funeral or memorial
service, unless different days are agreed upon between the employ:e and the Hospital.
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Unpaid time off as a personal LOA may be requested by the emplovee if needed in
addition to bereavement leave.

BEREAVEMENT LEAVE (Mercy only) - A leave of absence of three (3) days without loss
of pay shall be granted to employees in case of death in the family (parents, parenis-in-
law, grandparents, grandchildren, brothers, sisters, sons, daughters, husbands, wives,
brother-in-law, sister-in-law, son and daughter-in-law, step-father step-mother, step-son,
step-daughter, step-brother and step-sister and such significant others as may be agreed
upon between the employee and the Hospital) for the purpose of uttending the funeral or
memorial service of the deceused. Such leave shall be the day before, the day of, and the
day after the funeral or memorial service. unless different days are agreed upon between
the employee and the Hospital. Unpaid time off as a personal LOA may be requested by
the emplovee if needed in addition to bereavement leave.

MILITARY LEAVE - Employees shall be granted an unpaid leave of absence for
temporary military training. An employee shall not be required to use accumulated PTO
during such leave.

OTHER LEAVES OF ABSENCE - Requests for unpaid leaves of absence, one day or
longer, for reasons other than iliness, disability, pregnancy, or jury duty may be granted
with supervisory approval.

REPLACEMENT FOR ON-LEAVE EMPLOYEES - With respect to all leaves of
absence, the Hospital may hire an employee to replace the individual on leave of absence
on a temporary basis. The employee so hired shall be terminated upon retum of the
regular employee from the leave of absence. (Mercy only ) When a full time employee is
granted a leave of six (6) week or more, the Hospital will post his/her job, if the census
allows, as “temporary full-time "',

SENIORITY DURING LEAVES OF ABSENCE - There shall be no break in seniority
during the period of a leave of absence. No credit for purposes of wage increments, PTO
or frezen sick shall be given during the period of a leave of absence, but an employee
shall not lose service previously accrued.

ARTICLE 13
SENIORITY

DEFINITION - Seniority for full time, part-time and casual employees shall be based on
an Employee’s compensated hours accrued with the Hospital after the most recent date of
employment. Compensated hours shall exclude overtime for all hours on and afier

March 1, 1991. (Mercy only) July 29, 1991. Employees voluntarily transferring from one
classification to another will accrue compensated hours from the date of transfer 1o the
new classification. Employees involuntarily transferring from one classification to
another shall retain all previously accrued compensated hours. An employee who is
transferred to another classification as a result of the elimination of the employee's job
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shall be deemed to be involuntarily transferted. The Hospital -vill indicate on its records
whether a change of classification is voluntary or involuntar.. (Mercy only) Seniority
shall be separate for each classification covered by this Agrecment and there shall be a
single list for full-time and part-time employees for each classiyication.

ESTABLISHMENT AND POSTING OF SENIORITY LIST - Seniority lists shall
initially be established by crediting employees with all compensated hours accrued since
their most recent date of hire. If the Hospital's records do not :eflect compensated hours
for past years, employees will be credited with compensated hours on the basis of two
thousand eighty (2,080) compensated hours for each year of full-time service and one
thousand forty (1,040) hours for each year of part-time service. Parts of a year for either
full-time or part-time service shall be prorated. There shall be no break in seniority
during the period of a leave of absence.

On or hefore January 10 of cach year, such seniority lists shall be revised and posted on
department and general Hospital bulletin boards and a copy fumished to the Union.
Within fifteen (15) days after posting, employees may file, with the Hospital, written
objections 1o such lists and a copy thereof shall be forwarded 1 the Union. Twenty (20)
days afler posting, such lists shall become permanent unles: objection, in writing, is
given to the Hospital by the Union.

LAYOFF AND RECALL - In reducing the number of employees or in making a
permanent reduction in hours, the Hospital will determine the number of positions and/or
hours to be reduced within a classification. Subject to the prece ling sentence, layoffs and
permanent reductions in hours shall be made in reverse order of seniority, except that
special capabilities may be considered for positions requiring special skills. Employees
shall be given fourteen (14) calendar days notice of layoff or pi v in lieu thereof. Laid off
employees shall be given the opportunity to return to work in a previous classification
held by such employee on the basis of the seniority the employ-:e earned in the previous
classification. :

Employees shall be recailed in reverse order of layoff. Employees shall retain recall
rights for a period equal to their accrued seniority up to a maxim=am of one (1) year.

STUDENT TRAINING PROGRAMS - (Mercy only ) Any s'udent employved by the
Hospital, who is pursuing a regular course of instructton in a high school and
participating in any student-learner (raining program including “The Trade and
Industrial Cooperative Training Program” and "The Office Ed'ucation Program", shall
be exciuded from this contract. No regular employee covered Ly the agreement shall be
laid off or have hours reduced as a result of the Hospital's employment of such students.

REDUCTION OTHER THAN LAYOFF - In the event the Em:loyer determines a need

to reduce the number of employees scheduled on a particular ur it and/or shift because of
changes in staffing needs, the following procedure will be utilized:
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L. Voluntary absent days will be requested from employees on the affected unit
and/or shift in accordance with staffing patterns established for that unit and/or
shift by the Employer. Voluntary absent days shall be granted in seniority order
of those employees signing the request sheet.

2. If the needed reduction is not accomplished by (1) above, employees wiil be
required to take absent days on the basis of seniority within the unit on the
scheduled shifi, provided the more senior employees are qualified and properly
oriented to perform the available work. A senior employee being reduced a full
shift under this paragraph will be given the opportunity, to the extent practicable,
to replace a less senior employee in the same classification on the same shift
provided the more senior employee ts qualified and properly oriented to perform
the available work. Employees working extra shifts shall be required to take an
absent day before any regularly scheduled full-time or part-time employee. If
more than one (1) employee is working an extra shifi, overtime shifts shall be
canceled first.

3 All eligible employees shall continue to accrue the following benefits when
requested to take voluntary or mandatory absent days or for hours lost while
serving as a member of the Union Negotiating Committee:

(2 PTO

(b)  Health Insurance
{c}  Life Insurance
{d)  Dental Insurance
{e})  Salary Increments
{f)  Seniority

(g)  Pension

In the event a full-time employee has the employee's hours involuntarily reduced herein
by more than a total of eight (8) shifis within four {4) consecutive pay periods, the
Employer will review the staffing needs in the employee's department and determine if
layoffs are appropriate. Employees shall be given one (1} hour notice of an absent day to
be taken under the provisions of the Section. If the employee does not receive ai least one
(1) hour's notice, the employee will be given the opportunity to work a minimum of four
(4) hours or receive four (4) hour's pay in lieu thereof.

JOB VACANCIES (Abbott, PEI, United only} — Vacancies or new positions shall be
awarded to the senior employee applicant where the employee currently possesses the
necessary capabilities to perform the work. Qualifications for the job shall be posted by
the Emplover, and the posting shall include the shift and number of hours for the
position. No employee shall be eligible to bid on a job, vacancy or new position until the
employee has worked in the employee's existing job for a minimum of one hundred
eighty (180) days. The provisions of the preceding sentence shall not apply when
employees bid on vacancies or new positions in the employee's same classification.
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All vacancies shall be bulletined for a minimum of five {5) calendar days, and notice of

the same furmished to the Union at the same ume. Each Hospital shall develop a system

to ensure that only apphlicants signing the posting dunng the five-calendar day postin
period will be considered.

Temporary assignments may be made during such posting eriod only; provided
assignments to a new clagsification may be on a temporary basis for ten (10) days.

If a question arises as to the capability of an employee to perforni the emplovee's duties
after the above herein procedure has been used, that question, #nd any other guestion
incidental thereto pertaining to the employee’s classification and_rate of pay. shall be

settled by mutual agreement between the Emplover and the Urion. 1 such questions
cannot be so settled. they shall be settled by arbitration as provided in Article 2.

In filling vacancies or new positions, senior employees in thg cuassification where the
vacancy or new position is located shall be given preference.

JOB VACANCIES (Mercy only ) Vacancies or new positions shill be awarded to the
senior emplovee applicant where the employee currently po.sesses the necessary
capabilities to perform the work. Qualifications for the job siall be posted by the
Employer, and the posting shall include the shifi and number of nours for the position.
New employees are not eligible for transfer to another classificat’on or within the same
classification to another unit until they have completed six montns of employment. No
other emplovees shall be eligible to bid on a job vacancy or new position until helshe has
warked in histher existing job for a minimum of one hundred rwonry (120) days. The
provisions of the preceding sentence shall not apply when employe 25 bid on vacancies or
new positions in the employee’s same classification.

Al vacancies shall be bulletined for a minimum of five (5) calendar days, and notice of
the same furnished to the Union at the same time. Each Hospital . hall develop a system
to ensure that only applicants signing the posting during the five .calendur day posting
period will be considered. Temporary assignments mayv be mad: during such posting
period only; provided assignments to a new classification may be on a temporary basis
Jor ten (10) days.

If a question arises as to the capability of an employee to perforn. the employee's duties
after the above herein procedure has been used. that question. and anv other guestion
incidental thereto pertaining to the employee's classification ana rate of pay, shall be
settled by muwual agreement between the Employer and the Union. If such questions
cannot be so settled, they shall be settled by arbitration as provided in Article 2.

In filling vacancies or new positions, senior employees in the cl ssification where the
vacancy or new position is located shall be given preference.

It is usually in the mutual interest of the parties to preserve and cre we full-time positions.
Accordingly, when a full-time vacancy occurs, the Hospital will fi st post the job as full-
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time before breaking it into part-time jobs, unless this is required to meet weekend
coverage. If a full-time position is vacated and full-time hours no longer exist for that
position, the Hospital, when feasible, will combine the remaining hours with other pari-
time positions to create a full-time job. When a full-time employee is granted a leave of
six {6} weeks or more, the Hospital will post his or her job, if the census allows, as
“Temporary Full-time." When a part-time job is vacated, if feasible. the Hospital will
post the newly available hours to allow part-time employees 1o increase their scheduled
hours.

Quarterly. the Hospital will review the overall percentages of full-time emplovees and if
the percentages have fallen, the parties will jointly problem-solve methods to maintain
the higher percentage. On a quarterly basis, the emplovee may request u review of
his‘her work hour status. The review will include u meeting with the emplayee s manager
and union representative to determine the appropriateness of u status change.

If the Hospital plans to decrease full-time jobs, the Hospital will meet with the Union to
explore options.

TEMPORARY VACANCIES (Abbott, PEL, United only) - Notice of temporary
vacancies shall be posted by the Hospital. Temporary postings will specify the
approximate length of time that the position will be open. Employees in the same
classification may apply for the vacancy if it would result in an increase in hours. The
position shall be awarded to the senior eligible emplovee making application. The
provisions of this Section shall not apply to a vacancy created by an employee taking a
temporary position under the provisions of this Section. An employee shall be returned to
the employee's regularly scheduled position when the temporary job has been completed.
When a temporary vacancy becomes a permanent position, the Hospital will re-post that
position. :

TEMPORARY VACANCIES (Mercy only) — Notice of temporary vacancres shall be
posted by the Hospital. Emplovees in the same classification may apply for the vacancy
if it would result in an increase in hours. The position shall be awarded to the senior
eligible employee making application. The provisions of this Section shall not apply to a
vacancy created by an employee taking a temporary position under the provisions of this
Section. An employee shall be returned to the employee's regularly scheduled position
when the temporary job has been completed.

NEGOTIATIONS (Abbott, PEL United only) - Negotiations may take place by mutual

agreement between the Union and an individual Hospital interested in combining similar
jobs (or job classifications) within the contract for the purposes of seniority accrual, This
is to allow for employees under such job classifications to work in either classification
without a loss of senionty.
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ARTICLE 14
CORRECTIVE ACTION AND DISCHARGE,

JUST CAUSE - The Employer shall not initiate corrective actinn, discharge or suspend
an employee without just cause. Employees who are under rhe influence of drugs
and/or alcohol, bring drugs or alcohol on the premises, are d shonest or violate rules
directly affecting patient comfort or safety shall be considered grounds for discharge.

NOTICE OF CORRECTIVE ACTION AND DISCHARGE - A copy of any
corrective action shall be given to the employee with a copy provided to the Union.
Employees shall be notified of their right to have a Union ste'vard present during a
corrective action meeting. Request for Union representation shall be granted
promptly so as not to delay corrective action or investigation. When an employee
declines Union representation, a Steward Wavier Notice must be provided to the
employee and signed by the employee. A copy will be provided to the Union.

SUSPENSION - TIME LIMITS - Disciplinary suspensions sl.all not exceed fourteen
(14) working days.

CORRECTIVE ACTION FOR ABSENTEEISM - In the event an employee’s
attendance becomes a concermn, the employee and the manage- will meet together to
discuss the circumstances surrounding the employee’s attendance prior to the start of
the corrective action process, and after such discussion(s), they will develop an
ongoing plan for improvement.

REMOVING WRITTEN CORRECTIVE ACTION

Written notice of corrective action will be removed from an employee's personnel
file, upon the employee’s request, after twenty four (24) months from its date of
issuance, provided there is no subsequent corrective action i:sued to the employee
within such twenty four (24) month period.

ARTICLE 15
WAGES

The minimum wage scale for the classifications of work covered in this Agreement shall
be as outlined in Appendix A, attached to each Hospital’s specifi: Addendum at the end
of the Agreement.

(1)  LEAD-PAY - If the Employer establishes a permanent le: -3 person for any of the
classifications listed in this Agreement, the rate of pay for such lead person
classification shall be seventy-five cents ($.75) per hour al:ave the rate of pay for
the applicable classification. The decision as to whether a lead person
classification will be utilized shall be made in the sole discretion of the Employer.
Any lead position shall be posted and filled in accordance ith Article 8(E).

36



B)

{Abbott, PE] and United only ) Qualifications and clearly defined duties for the
job shall be posted by the Employer.

Individuals receiving lead pay shall not engage in duties that are deemed to be
supervisory under the National Labor Relations Act. If the Employer requests an
individual to assume a lead role on a temporary basis that employee shall receive
lead pay.

WAGE INCREMENTS - FULL-TIME/PART-TIME - Wage increments for full-time
employees shall be based on length of service with the Hospital. Wage increments for
part-iime employees shall be based on one (1) year’s credit for each two thousand eighty
(2,080) compensated hours, In the event of a change of classification, the Employee shall
receive a wage rale in the new classification based on said length of service, regardless of
whether such new rate is greater or less than the rate in the old classification. Provided,
however, that in the event of a voluntary change in classification where the lowest rate of
the new classification is equal to or exceeds the highest rate of the old classification, the
employee shall be placed at the lowest increment scale of the new classification and will
accrue further increments from the date the employee began work in said new
classification.

(C) SHIFT DIFFERENTIAL

(D)

(E)

Nights — third (3} shift:
The shift differential shall be seventy cents ($.70}) per hour for the night shift.

The night shift differential shall be paid for any full-time shift where 50% or more of the
hours scheduled occur after 11:00 p.m.

Evenings — second (2™ shift;
The shift differential shall be sixty cents (3.60) per hour for the evening shift,

The evening shift differential shall be paid for any full time shift where 50% or more of
the hours scheduled occur after 3:00 p.m.

WEEKEND PREMIUM PAY - Full-time and pant-time employees with a minimum of
ten (10} years of employment since their most recent date of hire shall receive forty cents
(40¢) per hour for six {6} consecutive weekend shifis starting with the Saturday moming
day shift and ending with the Sunday night shift. Employees with a minimum of fifteen
(15) years of service shall receive sixty-five cents ($.65) per hour for the six weekend
shifts starting with the Saturday moming day shift and ending with the Sunday night
shift.

TRANSLATOR PAY — At the Employer’s request employees may be asked to interpret
for employee to employee interpretation for orientation, training, education, coaching and

37



)

counseling. The employee will receive interpreter differential of ¢ne dollar ($1.00) per
hour in hourly increments for the time spent performing interpretation services.

ADVANCE NOTICE - FOUR HOUR WORK GUARANTEE - Employees required to
report for work will be guaranteed at least four (4) hours work. Any work over four (4)
hours shall be paid for at the regular rate. The foregoing provision :ihall not apply to any .
employee who desires to, or prefers to, work less than four (4) hours.

(G)(1) ON-CALL EMPLOYEES — (Abbott. PEL, United only )

G2}

(H)

Emplovees who are notified or alerted to be “‘On-Call” shall receir = one fourth (%) pay
for any hours awaiting such catl.

On-call is a duty or assignment, which requires an employee to be ivailable to work, be
on-call, should they be needed. An employee may be scheduled to ¢ on call or they may

be assigned this duty as a result of low need. If an emplovee is called to work while on
call and works a total of 16 hours or more hours in any 24 hour f zriod she or he shall
have the option of being released from the scheduled work shifl irimediately following
the scheduled work period of on call duty.

ON-CALL EMPLOYEES - (Mercy only)

Employees who are notified or alerted to be "On-Call Off Premise” shall receive three
dollars and sixty five cents ($3.65) per hour or sixty-five percen: (63%) of minimum
wage, whichever is greater pay for each hour awaiting such cail.

Any employee who is required to remain on the hospital premites shall receive the
minimum statutory wage. However, if the employee's services are vequired during such
period of time, the employee shall be compensated with a mininum of one (1} hour
compensation at his/her regular rate for each time his/her servizes are required. In the
event an employee's regular work time and On Premise-On Call tine exceed eighty (80)
hours in a consecutive two-week period, then the employee's On Pre.nise-On Call time, to
the extent that such total hours exceed eighty (80) hours shall fir:' be compensated at
time and one-half (1-1/2) of the On Premise-On Call rate of pay caly if the employee's
total regular work hours exceed eighty (80) hours during any such period, that the
employee shall then receive time and one-haif (1-1/2) compensatio based upon his/her
regular hourly rate of pay for such regular work hours.

On-call is a duty or assignment, which requires an employee to be ivailable to work, be
on-call, should they be needed. An employee may be scheduled to b on call or they may
be assigned this duty as a result of low need. [f an emplayee is cai'ed to work while on
call and works a total of 16 hours or more hours in any 24 hour p :viod she or he shall
have the option of being released from the scheduled work shifi ir'mediately following
the scheduled work period of on call duty. -

PAY DAYS - EMPLOYER COMPUTATIONS - Definite paydays shall be established,
preferably semimonthly, if possible. An employée shall be permitizd to know on what
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(A)

basis the employee's pay is arrived .at and shall be given reasonable evidence of the
accuracy of the computation of the employee's total take-home pay, if requested. An
employee whose regular day off falls on a payday shall reccive the employee's paycheck,
if available, on the last scheduled workday before such payday. Five (5) working days
shall be allowed the Employer to make up and distnbute the payroll.

ERROR IN PAY - When an error in pay occurs at no fault of the employee amounting to
fifty dollar {$50.00) or more in gross pay the emor shall be corrected within two (2}
working days (Monday-Friday) from the timc the employee requests a correction.

ARTICLE 16
HEALTH AND WELFARE BENEFITS

HOSPITALIZATION/MEDICAL AND SURGICAL BENEFITS - Full-time and
part-time employees regularly scheduled to work twenty {20) hours or more per week
may elect to be covered under the Hospital's non-contract hospitalization medical and
surgical program as it may be amended from time-to-time by the Hospital. The parties
intend the health care plans for 2007 to remain, essentially the same, The Basic plan
will be eliminated January 1, 2007. Co-pays, co-insurance and deductibles will be
frozen in 2007 at 2006 rates, unless the Union determines that deing so will
unreasonably increase the amount of premium contributions. SEIU employees will
form their own group plan and will be carved out of the non-contract group health
care plan as soon as permissible in 2006.

EMPLOYEE COVERAGE -Effective March 1, 2006, The Hospital shall pay
toward single employee coverage as follows,

ALLINA CARE 85%
ALLINA DEDUCTIBLE 85%
ALLINA BASIC 85%

Effective January 1, 2007, the Hospital shall pay toward single employee coverage as
follows:

ALLINA CARE 85%

ALLINA DEDUCTIBLE 90%

DEPENDENT COVERAGE - All eligible employees may elect to be covered by
dependency provisions of the plan. The Employer shall pay the following: effective
March 1, 2006:

ALLINA CARE AND BASIC
Employee plus child[ren] 80%
Employee plus spouse 80%
Family 83%
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ALLINA DEDUCTIBLE
Employee plus child{ren] 85%
Employee plus spouse 85%
Family 85%

Effective January 1, 2007, the Hospital shall pay dependent coverage as follows:

ALLINA CARE

Employee plus child|ren] 80%

Employee plus spouse 80%

Family . 83%
ALLINA DEDUCTIBLE

Employee plus childiren] 85%

. Employee plus spouse 85%

Family 85%

Eligibility for Coverage (Abbott, PEI, United only) - Employees sh:ll be eligible for the
coverage provided in this Section after completing sixty (60) days of emnproyment

{Mercy only) Employees shall be eligible for the coverage provided in thi: Section the first of the
month following thirty (30) days of employment.

(B)

INCOME PROTECTION (IP) (Short Term Disability)

PTO eligible employees as defined under Article 11 (A) anl (G), are entitled to
Income Protection (IP) (“Eligible Employees™). The [ncome Protection (IP)

"program pays 60% of an employee’s regular earnings during a period of disability

for a maximum of up to 80 calendar days. Eligible Employ:es are automatically
enrolled at no cost.

There is a 10 consecutive calendar day waiting period for IP, bieginning the first day
of continuous covered total disability. During this waiting period, Employees must
use FSL (frozen sick leave) if available, or PTO. Should the employee not have any
FSL or PTO, this waiting period shall be unpaid. The maximum 80-day paid
benefit period begins at the end of the 10-day waiting period.

IP is effective the first calendar day of the month on or afier an Eligible Employee
commences .active employment. For the purposes of Income Protection, “active
employment” is defined as being physically present at your regular work site or at
an alternate site if on official Allina business and includes a scheduled day of PTO
or an approved paid leave of absence or unpaid FMLA leave.

If an employee is eligible for coverage under the IP program, the employee must use
PTO during the waiting period prior to the start of the IP prog)ram except:
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(D)

(E)

1. If an employee has available FSL, he/she must use PTO for the first day of
absence due to disability and then his/her Frozem Sick Leave will
automatically be nsed for the remainder of the waiting period or until such
leave is exhausted, if shorter; or

2. If the employee’s available FSL is not sufficient to cover the waiting period,
the employee must use PTO for absences during the remainder of the waiting
period.

An employee may eiect to supplement his/her benefits under the IP program with
PTO up to 100% of his’/her pay. This election is irrevocable, and may not be
changed for the remainder of the disability period. If the employee elects to
supplement his/her IP benefits with PTO, he/she may reserve up to forty (40) hours
of PTO for availability upon his’her return to work. Elections to reserve PTO are
also irrevocable.

Other terms of the IP Program apply. Further information is available by
reviewing Allina’s Income Protection Program. ) . :

LONG-TERM DISABILITY

PTO eligible employees as defined under Article 11 (A) and (G), are entitled to
Income Protection (IP) (“Eligible Employees”). The Hospital shall provide and pay
the premium for a long-term disability plan for Eligible Employees. The policy shall
pay 60% of the employee’s covered earnings, as defined by the Long-Term
Disability Policy. If an eligible employee applies for and is approved for benefits,
those benefits shall commence on the 91" calendar day of disability and will be paid
monthly. The employee shall be taxed on the Long-Term Disability premiums paid
by the Hespital. Therefore, any disability benefits received by an Employee under
Long-Term Disability will be paid on a non-taxable basis. Coverage begins the first
calendar day on or after an Eligible Employee commences active employment.

Other terms of the long-term disability policy applies. Further information is
available by reviewing the Long-Term Disability Policy.

LIFE INSURANCE - The Hospital shall provide and pay the cost of a group life
insurance plan providing twenty thousand dollars ($20,000) in coverage to all full-time
and part-time employees regularly scheduled to work twenty {20) hours or more per
week. Employees must have completed at least sixty (60} days of employment,

DENTAL INSURANCE - The Hospital will pay the full cost of a single employee dental
insurance program for full-time and part-time employees who are regularly scheduled to
work twenty (20) hours or more per week. Eligible employees shall be covered after

- completing six {6) months of continuouns service with the Hospital. The Hospital will

make available to employees a family dental option to be paid by the employee.
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(A)

(B)

©

D)

(Mercy onlyy The Hospital may seleci. in its discretion. which of its plans shail be
designated as the ‘hase plan.’

ADOPTION ASSISTANCE - Employees are eligible for participation in the Allina
Adoption Assistance Program as 1s available to Allina employees.

GENERAL - All health and welfare benefits provided in this .\rticle shall be subject (o
coordination of benefits. The Hospitai shall furnish to the Union a list of the employees
for whom such benefits are provided and shall notify the Union when any employees are
added to or dropped from the list.

Application forms for such coverage and claim forms for such benefits shall be supplied
to the Union by the Hospital.

ARTICLE 17A
PENSION BENEFITS — (Abbott, PEL and Unijtec only}

Pension contributions shall be provided to the existing Twin_City Hospital Workers
Pension Fund in the following manner:

Effective March 1, 2006 $.47 per hour

Effective March 1, 2007 $.50 per hour
Effective March 1, 2008 .56 per hour

The Hospital shall pay from the employse's date of hire to said pension fund, the above
amount for each hour worked by each employee covered by the :erms of this Agreement.
Payment shall be made periodically for periods not to exceed one {1) month, at such
times as shall be agreed to between the parties. I computing anc determining the number
of hours worked by any emplovee under this Article, atl time: oft’ from wotk on paid sick
leave, paid Jurv leave, paid funeral leave, paid holidays pail vacation or any other
compensated hours shall be counted as hours worked by the employee.

The Hospital shall fumish the following jnformatign to said pension plan: Employee
name, address, date of hire birthrate, and social security number, The Hospital shall also
furnish to the pension fund on a monthly basis a list of all hours worked by each
compensated emplgyee covered by this Agreement.

The pavments made shall be used to provide pension benefits fo: covered employees and
shall apply to employees retiring on or after January 1, 1966. ‘[he amounts paid to the
pension fund shall be held in trust for the exclusive benefit of all zovered employees,

The pension fund shall be administered by a Board of Trustees initially consisting of six
(6) members. Three (3) shall be designated by the Union and thiee {(3) by the Hospitals'
representative, Labor Relations Board of the Minnesota Hospitals and Healthcare
Partnership (MHHP). [n the event other hospitals, not members ¢ [ Labor Relations Board
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(E)

(F)

of MHHP, become contributing employers to_the pension fund and there is agreement

that such hospitals shall be represented on the Board of Trustees, the number of trustees
shall be modified 10 provide for such representation. Provided, however, that in all events
the number of Union trustees shall equal those designated by the Hospitals. All action of
the trustees shall be by unit vote with the Hospital trustees collectively casting one (1)
vote and the Union trustees collectively castitig one (1) vote. The parties shall forthwith
amend_the provisions of the existing Pension Trust Agreement and Pension Plan to
incorporate the changes in the method of administration provided in this Section.

There shall be an annual meeting of the trustees and such other meetings as they may
determine.

An annual audit of the pension fund shall be conducted by a certified public accountant,
who shall be selected by mutual agreement of the Union and the Hospitals. If no such
selection has been made within sixty (60) days of the date hereof, selection shall be made
by this Board of Arbitration.

The trustees shall apply all funds received pursuant to this Article exclusively to provide
pension funds, except such disbursements as are specifically provided for herein. They
shall serve without _compensation, but may be reimbursed for actual and necessary
expenses incurred in connection with their duties as trustees, They may authorize
payment of reasonable expenses of administration of the fund, including such fees and
services as are directly related to the pension fund.

Employees covered by this Agreement shall automatically be members of the pension
fund upon submission by the Employer to the pension fund of such information and may
be necessary for pension purposes. The trustees thereupon shall certify the facts of such
membership to the Hospital and the covered emplovee. No application, enrgllment or

other kind of action shall be required of any such employee as a condition to coverage or
membership within the pension fund.

Any unresolved dispute arising out of the action, or inaction, of the trustees, or the
operation of the pension fund, shall be submitted to arbitration upon prompt written
notice by the parties. Such notice shall set forth the nature of the dispute and request
submission thereof to a neutral arbitrator. The effect of any proposed action by the
trustees, or any proposed operation of the pension fund shall be suspended, upon giving
such notice. until determined by the neutral arbitrator. The neutral arbitrator shall be
designated by agreement of the parties. If no agreement is reached, the Chief Judge of the
District Court of the Second Judicial District (Ramsey County) shali submit the names of
five (5) qualified neutral arbitrators. The parties shall then alternately delete names from
this list until one name remains. The remaining person shall then serve as the neutral
arbitrator.

The decision of the neutral arbitrator shali be final and binding on all parties. The fees

and expenses of the neutral arbijtrator shall be paid as an expense of administration of the
pension fund.
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ARTICLE 178
PENSION BENEFITS — (Mercy only)

The Hospital will continue o maintain its present pension program and will negotiate with the
Union concerning any improvement therein if the Hospital's pension beuefits level is less than
those existing under the Twin City Hospital Pension Fund which Local 113 is a party to.
Employees will continue 1o receive the 403 (B) match as determined by the Hospital.

ARTICLE 18 — (Abbott, PEI, United only)
SOCIAL SECURITY BENEFITS

The Hospital and the Union shall cooperate and perform all acts necessar ;' to insure coverage of

any employees eligible for benefits under the Federal Sociat Security Act of said benefits which
may now or hereafter be applicable to any employee.

ARTICLE 19
HEALTH AND SAFETY

(A) STATEMENT OF PURPOSE

It shali be the policy of the Hospital that the safety of the emplovees, the protection of
work areas, the adequate education and necessary safety practices. and the prevention of
accidents are a continuing and integral part of its everyday responsibility. The Hospital is
committed to a culture that reduces workplace exposures causing health effects and
enthances overall safety and security in the workplace. Further, the Hospital is committed
to providing employees a work environment that is free from hostile, abusive and
disrespectful behavior and will make reasonable effort to provid' employees with safe
and adequate equipment, working environment and facilities.

(B) EMPLOYEE RESPONSIBILITY

It shall be the responsibility of all employees to cooperate in progiams to promote safety
for themselves and for the public including participation on comniittees and compliance
with rules and behaviors to promote safety and a violence-free workplace. Employee
responsibility also includes the proper use of all safety device: in accordance with
recogrized safety procedures.

(C)  RIGHTS TO PARTICIPATFE,

Allina Health & Safety Council Participation. There shall he one Local 113 SEIU
member representative selected or elected by the Union to participate on the Allina
Health & Safety Council and may participate as appropriate on Allina Health &
Safety Couacil sub-committee/hazard reduction committees. Hospital Health &
Safety Sub-Committee Participation. There shall also be a member selected or
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(E)

(F}

{G)

(H)

ey

elected by the Union to participate on the Hospital Health and Safety Sub-
Committee. Such Sub-Commitiee is responsible for reviewing all safety incidents
and safety concerns, annual planning and evaluation. This Sub-Committee makes
recommendations for corrective action and improvements.

EMPLOYEES™ RIGHT TO KNOW

When the Hospital receives and investigates a report that a dangerous, unhealthfui, or
potentially dangerous or unhealthful condition is present on a particular unit the Hospital
shail inform all Local 113 employees working in the unit or affected area.

INFECTIOUS OR CONTAGIOUS DISEASES

Where infectious or contagious diseascs are diagnosed or suspected, upon request of a
Union Representative, the Hospital shall meet promptly with the Union fo determine
what steps, i any. are necessary to safeguard the health and safety of workers and
patients. Any worker represented by the Local who may be at risk of exposure to an
infectious agent or agents as a result of their work responsibilities shall be informed of
what risk the patient poses and the measures that will be taken to protect the
employee according to Hospital policy and procedure.

VIOLENCE IN THE WORKPLACE

The Hospital will have a trained response team(s} which wili respond to all emergency
situations where violence or the threat of violence occurs. This team may be Security
Officers trained to deal with violent situations. Hospital reports of these situations
will be reviewed by the Health and Safety Committee. The Hospital will offer counseling
or other delayed stress debriefings for any employees that are victims of assault. Any
employee who is assaulted at work and is unable to continue working will be given the
opportunity to be free from duty without loss of pay for the remainder of the shift.

RESPECTFUL WORKPLACE

The Union and Hospital and are committed to providing a work environment that is
free from hostile, abusive and disrespectful behavior.

HEALTH AND SAFETY EDUCATION

No employee shall be required or allowed to work on any unit or operate any equipment
until the employee has received proper education, training, and instruction.

WORKERS COMPENSATION

The Hospital shall provide the Union with copies of all First Report of Injury reports
submitted by Local 113 SEIU members,
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DUTY TO ACCOMMODATE

The Hospital and the Union are committed to support the return to work of employees
with disabilities and to ensure that they are treated with respe 1 and dignity at all times.
For each disabled employee requesting a permanent accom modation and unable to
perform essential job duties as identified 2nd documented 1y the employee®s and/or
Employee Health Service’s health care practitioner, the Hospital, Union and employee
shall jointly discuss a modified role utilizing as much as possible the employee’s
previous job classification and skills.  For temporary work assignments to
aceommodate a medical condition that is a non-union po-ition, the employee will
remain a union member with all rights and protections of the contract.

REFUSAL TO WORK UNDER DANGEROUS CONDITI(INS

The parties agree to comply with Minnesota Statues Sectinn 182.654, Subd. 11, as
follows,

An employee acting in good faith has the right tc refuse to
work under conditions which the employee reasonakly believes
present an imminent danger of death or seripus physical harm
to the employee.

A reasonable belief of imminent danger of death ar serious
physical harm includes but is not limited to a reasonable belief
of the employee that the employee has been assigned fo work in
an unsafe or unhealthful manner with a hazardous ;ubstance,
harmful physical agent or infectious agent.

An employer may not discriminate against an emplivyee for a
good faith refusal to perform assigned tasks if the employee
has requested that the employer correct the hazardous
conditions but the conditions remain uncorrected.

An employee who has refused in good faith te perform
assigned tasks and who has not been reassigned to cther tasks
by the employer shall, in addition to retaining : right to
continued employment, receive pay for the tasks wtich would
have been performed if (1) the employee requests 1he OSHA
commissioner to inspect and determine the nature of the
hazardous condition, and (2) the commissioner deterinines that
the employee, by performing the assigned tasks, would have
been placed in imminent danger of death or serious physical
harm.
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ARTICLE 20
STAFFING ADVISORY COMMITTEE
(MERCY ONLY)

A Staffing Advisory Committee shall be established 1o discuss staffing and scheduling issues that
affect bargaining unit employees in the patient care areas. The committee will provide direct
input to nursing administration and the Labor Management Committee. The Committee shall
consist of an equal number of union members and managers. The issues to be covered include
on-call guidelines, floating, overtime concerns, assignment of extra hours, vacation and holiday
scheduling problems, and other similar policy or action plans as pertains lo staffing and
Scheduling.

ARTICLE 21
NO STRIKE / NO LOCKOUT

There shall be no strikes or lockouts, of any kind whatsoever, during the term of this Agreement.
The prohibition against strikes and lockouts shall be absolute and shall apply regardless of
whether a dispute is subject to arbitration under the grievance arbitration provisions of this
Agreement.

ARTICLE 22
EDUCATIONAL DEVELOPMENT

(A}  The Hospital shall pay full-time employees and employees regularly scheduled to work
twenty (20) or more hours per week, tuition and required fees and books up to two
thousand ($2,000.00) per year for educational development under the following
circumstances:

) The employee must apply in advance in writing, specifying the course, institute,
workshap, in-service training, or class the employee wishes to attend.

(2) Such education must be health care related and approved by the Hospital.

(3)  Payment shall be made upon satisfactory completion of the approved educational
unit.

(4}  An employee must be employed by the Hospital for a period of six (6) months
before the Employee is eligible for such reimbursement and must remain in the
employ of the Hospital for a period of six (6) months after the completion of the
education. Provided, nevertheless, that employees shall repay the Hospital any
reimbursement they have been paid hercunder to the extent that they do not
continue to, or make themselves available to return to, work at the Hospital for at
least six (6) months after the completion of the educational unit. Any amount due
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the Hosptial under this Section may be deducted fron: the employee's final
paycheck.

(B) Any education required by the Hospital subsequent 1o employraent shall be provided
during hours compensated pursuant (o the contract Agreement and with the expense
thereof paid by the Hospital.

ARTICLE 23
SEIU (COPE) LANGUAGE

The Employer agrees to deduct and transmit to SEIU Local 113, COYE, § per pay
period, from the wages of those employees who voluntarily authonzed such contributions on the
forms provided for thal purpose by SEIU Local 113. These transmitta's shall occur for each
payroll period and shall be accompanied by a list of the names of thos* cmployees for whom
such deductions have been made and the amount deducted for each such employee.

ARTICLE 24
DURATION AND RENEWAL OF AGREEMENT

Except as otherwise provided, this Agreement shall be effective from NMlarch 1, 2006, through
and including February 29, 2008. This Agreement shall remnain in full for:e and effect from year
to year thereafter, unless either party shall notify the other party, in writing, at least ninety (%0)
days prior to March 1, 2008, or March 1 of any year thereafier of its inter tion to change, modify
or terminate this Agreement.

IN WITNESS WHEREOF the undersigned have caused this Agreement (o be executed the day
and year first above written. ’

Allina Hospitals and Clinics SEIU Local 113
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Letter of Understanding
Between
SEIU, Local 113 and
Allina Hospitals and Clinics

Subject: Master Agreement and 2008 Contract Negotiations

The pariies agree that they do not intend to merge bargaining units by creating a
cormpiled agreement (referred to as the “master contract”} across o atracts/bargaining
units. Further, the parties agree that the process for determining ho'v hargaining will be
cenducted in the 2008 negotiations will be defermined at a future d:te, and that there are
no current agrccﬁlents as to how the bargaining will proceed. The arties agree to meet

and deiermine a process for 2008 negoliations prior to October [, 2107,

For SEIU, Local 113 For Allina Hos pitals and Clinics
KM ﬂfj/zm 1 (M [@
( \,,
l;:me Gulley C_ . nee ¥. Raming
Allina Union Director Director, Laboir Relations
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ADDENDUM AGREEMENT
BETWEEN
ABBOTT HOSPITAL
AND
SEIU LOCAL 113
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Abbott Northwestern Wages
Page 1 of 3
Parking Cushier

Alter |
Slart Yr

2000 371 60 B12.58
3172007 512,18 LIRN 3

Dietary/Housekeeping/Linen Aide
Parking Attendant/Courier/
Yardperson

After |
Starl ¥r

Y2006 $12.5% $13.38
12007 31300 LI

Nursing Assistant

Atter |
Stant ¥r

Mioe 3130 513194
3342007 $11.70 Sl4 61

Transport Alde

After |
Stant Yr

31006 31266 $11.52
3072007 81323 $14.12

Masterials Handler

After |
Start Yr

312006 51439 515.31
32007 $1504 $16.00

Yardperson Driver

Afer |
Stan Y1

312006 51334 51432
32007 S13.94 $£14.97

Nutritlon Float Pool Aide

Aler |
Suart Y1

312006 513.49 $1435
3172007 81400 $15.00

Adter 2
¥rs
132
51381

Alfter 2
Yrs

31408
314.72

Afer 2
Yrs

$14 64
31530

After 2
Yrs

$1an
$14.85

After 2
¥rs

§16.42
51685

After 2
Yrs

$15.00
$1567

Afeer 2
Yrs

51510
51578

Adter 3
Yrs

51370
51438

Afler 3
Yrs

314 56
$15.22

After 3
Yrs

51519
$15.88

After 3
Yrs

51475
31541

After 2
Yrs

316.68
s$17.43

After 3
¥rs

$15.48
$16.17

After 3
Yrs

$15 66
$16.37

Afier 4

514.04
514 67

Afer 4
Yrs

$14 89
$15.50

After 4
¥rs

$13.45
$16.15

After 4
Yrs

31500
$15.68

Alfter 4
¥rs

316,97
$17.4

Afler 4
Yrs

$15.82
51654

Aflter 4
Y

51598
$t6.70

52

After 5
¥rs

§14.40
$15.11

After §
¥rs

$15 38
31607

After 5
Yrs

51598
316 70

After $
¥rs

$15.53
516.23

Afler 5
¥rs

$17.54

" 51833

After §
Yrs

$16.32
§17.05

After 5
Y5

§16.50
51725

After &
Yrs

51503
1570

Afer 6
Yrs

$15.30
31657

Adler &
s

§16.50
§17.25

Afer 6
Yrs

$1606
$16.78

After 6
¥rs

$18.05
518.37

Aficr &
Yrs

51685
$17.61

After &
Yrs

$17.01
§1778

Az B
rs
3o
51:.85

Aler 8
'y
$1%98
31170

Al 8
Vs
$1- 65
$1'40

After 8
s

$1.20
§1:93

Al 8
Yoo
$18.26
$1% 0%

Al 8
Y.

$16 9
$17 is

Afer ¥
Yo

177
$17.014

After 12°

¥rs
§15.31
Si6 00

After 12
¥rs

$lo 14
Slo &7

Afer 12
Yrs

Slo Rl
517.50

After |2
¥rs

1617
517.31

Afier 12
Yrs

S1844
519.27

After 12
Yrs

$17.16
51703

Alter 12
Yrs

$17.18
518.13

After 15
s

5ise2
$1632

Afier 15
Yrs

$1646
$17.20

After 15
¥rs

1718
s17.02

Afer 15
Yrs

316.69
$17.44

After |5
¥r§

318380
$19.65

After 15
Yr

$17.50
$18.29

After 15
¥rs

517.70
$18.50



Pagc 20f ]
Storekeeper / Materials Mpmt Aide
Alter 1 Adter 2
Stan Yr Yy
MO0 $12 70 £3589 51400
o007 133 1320 St501

F.quipment Processor

Aller | Alter 2
Slart ¥r iy

20 $12 80 1175 51447
3172007 a4 51437 SI5.12

Central Process Case Cart
Tech/Bidg Maint Mech 1

Atter 1 Alter 2
Nt Yr Yy

32000 $1305 LIRE SI146)
N zoo? S13 64 S14 52 1520

eniral Process Case Cart Tech with Certification {1}

Alter | Afier 2
Stan Yr Yrs

U206 81355 L1439 1511
12007 S1dtae 1502 $15.79

OR Instrument Processor

Afler | After 2
Start ¥r Yrs

2006 S1370 514 %9 51533
nnoo? 5431 51525 1602

OR Instrument Processor with Certification (1)

After | Adler 2
Start ¥r Yrs

CMI06 51420 5150 §15 83
e $1a 381 $1575 $16.52

Shuttle Bus Driver

Surgical Suppert Sec
Anesthesia Alde
Flaor Care Asst

Afler | Alter 2
Stan ¥r ¥rs

312006 $1130 $14 68 51543
312007 $1a42 $15.35 $loll

Warchouse 11

Afer | After 2
Start Yr Yrs

3/172006 $1533 $16 21 $1699

Aller 3
Yy
$14 8o
81553

After 3
s
31502
RSy

Alter 3
Yra

S1511
§1570

Afler 3
¥rs

515461
$lo 29

Atter 3
Yrs

$1580
$1o 6l

Aler 3
Yrs

Sla 3y
$17.01

After )
Yrs

51598
Sla70

Aler 3
Yrs

$17.64

After 3
rs
SI508
SIS 87

After 4
Yrs

$13 1)

a2

After 4
¥rs
15a%
S1617

Alter 4
Yrs

1598
METY

Afler 4
Yrs

$16.21
SleM

Adter 4
Yrs

Sla 7l
$17 44

Afer 4
Yrs

$16.31
1704

After 4
Yrs

$1797

53

Aller 5
¥y
$15.05
§16 35

After S
Yrs

51584
510 55

Aller 5
Yes

i
1660

Atter §
Yrs

o4
$17 1o

Alter 5
¥Yrs

$16.74
51750

After $
Yrs

$17.24
$18 00

After 5
Yrs

$1684
$17 60

Afier 5
Yrs

S184¢

Afler b
Yrs

$a

$1693

After 0
Yrs

51630
§1703

Aller &
Yrs
$ical
$17.47

After 6
Yrs

51693
$1767

Alier
Yrs

$17.23
$1801

Afler 6
Yrs

51773
518 5)

After 6
Yrs

51735
51813

After 6
Yrs

$1905

Alter &
Yrs
1632
$17.05

Afler 3
Yrs
516.43
51719

Aller 8
¥rs
$16 61
$17 36

After &
¥rs

S0
$17.86

Alter 8
Yrs

$17.40
$18.18

Afler 8
Yrs

31790
$18 68

After 8
Yrs

31751
51830

After 8
¥rs

§19.24

- Aller 12

Yrs
%1649
31724

Afler 12
Yis
$ieal
Si7 3¢

Ater 12
Yrs
51678
1753

After 12
Yrs

$1728
1B 03

Afler12
Yrs

517.58
$13 37

After 12
Yrs

$13.08
$1887

Afer 12
Yrs

51770
$18.50

Afer 12
Yrs

$19.46

Al 15
Yrs
$10 83
31758

Afler 14
Yry
Slo
51770

Aller 13
Yrs
LIEAL
SLTRR

Alter 15
Yrs

$1761
$1838

Afler 15
Yrs

7R
$18.73

Aler 15
Yrs

$18.42
$18.23

After 15
Yrs

$1805
S18 87

Afler 15
Yrs

51984



2007 S16.02
Page 3ol 3
Head Cook

Start
M2006 S48
302007 S134%

Driver-Light A/Courier

Start
12006 SITW
¥1:2007 SIRSO

Bidg Maint Mechanic 11

Slart
AM2006 $20 83
12007 821 51

Firsi (Cook

Stan
Y2006 $144
Mi/z2007 31478

$16.9d

Afer 1
Yr

$1574
Slo 44

Alfler |
Yr

SI8 62
$1945

Adter |
Yr

821,67
$22.63

Alter i
¥r

1501
$15.08

$17.76

Afler 2
Yrs

516 50
517 8

Afler 2
Yry

$19 58
520492

Afler 2
Yrs

$2204
82106

Adter 2
Yrs

51581
516 52

S1% 43

Aler 3
Yrs

$17.02
SI17 RO

Aler 3
Yis
2017
$21.07

Afler 3
¥r
$21.39
$24.44

After 3
Yrs

$16.31
1704

SI1878

Afier 4
Yrs

$17 40
SI8 25

After 4
Yrs
520 58
$21 51

Alter 4
vy

S1351
52488

Alter 4
Yrs
$1669
§17 44

$19.32

After 5
Yrs

$17.95
$18 76

Alter 5
Yrs

521.20
52215

Alter 3
Yrs

$24.51
$2562

Afler 5
Yis

§17.8
$1795

$190

After 6
Yri

S18 52
519 16

After &
Yrs

£21.77
82773

After ¢
Yrs

£25.14
£26.27

Alter 6
¥rs

$17.72
$18 52

$2013

Afier §
Yrs

$1373
§19.57

Afler d
Yrs

2201
22300

After 8
Yrs

$25 38
%26 52

After 8
¥rs

B17.88
$18.68

52013

Allter 12
Yrs

51892
51977

After 12
Yrs

221
2312

After 12
Yrs

2562
2077

Afler 1
Yrs

$1805
$18.87

52074

After 15
Yrs

Si1e29
$20 16

After 15
¥rs

$22.07
323169

After |5
Yrs

$2614
$27.31

After 15
Yrs

51841
§i0 24

(1) Rates for these classifications with certifications shall be paid $0.50 above the rates for
Central Process Case Cart Tech and OR Instrument Processor. The employee must maintain
current certification in order to receive the higher rate of pay, A lapse it certification will
resulf in a return to the uncertified pay scale.
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ABBOTT NORTHWESTERN HOSPITAL

(1) Employees working as Department Aides will be classified as "(Department
Name) Aide" and will receive pay rates equal to Nursing Assistants if the training
and responsibility of the job is comparable to that of Nursing Assistants. All other
Department Aides will be paid at the same rate as the grouping of Dietary Aide,
Housekeeping Aide, etc., as provided in this Agreement.

(2) The Building Maintenance Mechanic I rate shall be applicable to those
Building Maintenance Mechanics whose primary function is the performance of
miscellaneous repair and maintenance functions of a handyman or utility nature
which do not require specialized skills or training such as repair of doors, hinges,
locks, repair of windows and glass and hanging of pictures, drapes, and shades.

(3) The Building Maintenance Mechanic Il rate shall be applicable to those
Building Maintenance Mechanics whose primary function is the petformance of a
variety of skilled functions which require ability usually acquired over a
prolonged period of training and experience including, but not limited to, such
skills as those of a painter, carpenter, cabinetmaker, electrician, and plumber.
Employees performing functions who have not acquired the necessary skills to
perform as a fuliy-qualified Building Maintenance Mechanic II shall be paid a
rate at lease equal to the Level ! rate and shall be advanced to the Level II rate at
such time as they are able to full perform the functions required of a Building
Maintenance Mechanic II.
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LETTER OF UNDERSTANDING

This is to confirm this agreement reached during the 1991 negotiations wt ich is to be included in
a letter of understanding:

It is agreed that each Hospital reserves the right to establish and m.dify parking charges
for the life of the current contract. The Union reserves its right 10 nigotiate with respect
to this issue in future contract negotiations.

This letter of understanding will be executed by both parties.

Executed this day of , 1999,
SIGNED SIGNED
CHAIR, ALLINA iLABOR POLICY MINNESOTA'S HE»LTH CARE
COMMITTEE UNION SEIU, LOCAH L 113 AFL/CIO
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LOU 113 Service #2003-1
Effective Date: March 1, 2003
Expiration Date: Ongoing

LETTER OF UNDERSTANDING
Between
Abbott Northwestern Hospital, Phillips Eye Institute, Mercy Hospital,
Community Laundry and United Hospital
And
SEIU Local 113

SUBJECT: Transfer of 113 Employees between Facilities —
Original LOU dated December 9, 1999

Local 113 and Abbott Nerthwestern, Phillips Eye Institute, Mercy, Community Laundry, and
United Hospital have reached agreement related to the transfer of 113 Service employees
between facilities. This agreement recognizes the goals of increasing job opporiunities for
employees, being able to manage performance issues, and consistency of transfer practices.

The following will apply related to transfers between facilities:

l.
2.

3.

bt

Pay level (i.c. step level) remains the same in the new position.

Benefit accrual rates for vacation and sick leave transfer with the employee, as do the
existing vacation and sick leave balances.

Benefits eligibility is not interrupted (e.g., waiting periods for insurance will not start
over).

Seniority freezes in the current job classification and starts over in a new classification or
in the same classification,

The employee personnel file transfers, including any existing disciplinary action.
Employees are not able to transfer to a new facility for a minimum of six (6} months from
the date of any disciplinary suspension.

Employees who transfer to a new facility are not able to transfer to another facility for a
minimum of twelve (12} months from the date of transfer.

There is no probationary period that is in effect in transfer situations.

Employees who are offered a new position can, prior to acceptance of the position,
shadow an employee in the classification in the new department/facility in order to
determine whether they want to accept the position. An employee can be paid up to a full
shift of eight hours to participate in this job shadowing.

Signed this 9" day of December, 1999

Signed Signed

William MacNally Joyce Gonier

Chair, Allina Labor Policy Committee

Service Employees International
Union, Local 113
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LOU #113 - #2003-2
Effective Date: December 5, 2000

Expiration Date: February-28-2003
Revised Expiration 11ate: February 29, 2008

LETTER OF UNDERSTANDING
Between
ABBOTT NORTHWESTERN HOSPITAL, MERCY HOSPITAL, METROPOLITAN
LINEN SERVICES, PHILLIPS EYE INSTITUTE, AND UNITED HOSPITAL
And
SEIU Local 113

SUBJECT: EXPERIENCE CREDITS FOR SERVICE ‘YORKERS

Background: Allina is experiencing difficulty in retaining and recruitiniz employees for selected
Local 113 service worker positions. The local labor market is experiencing record low levels of
unemployment (1.79%) at the same time the hospitals have been esxperiencing higher patient
volumes. This has resulted in tremendous amounts of overtime, stafi’ having to work double
shifts, and the use of temporary or outside staff. Given this combinatic.n, Allina and Local 113
have a shared interest in having a process available for granting credit;: for past experience for
positions that have a history of being difficult to keep staffed and positi »ns in which cumulative
years of experience add worth to the organization. Therefore, Allina an. Local 113 through the
Allina/Local 113 System LMC jointly developed the following jrotedure for applying
expenence credits for Locat 113 members.

Agreement Parameters:

1. A recommendation as to whether or not to offer experience credi=s for a specific position
will be made on a business unit by business unit basis.
2. Any propoesal to grant experience credits first needs to be apprcved by the Allina/Local

113 System Labor Management Committee. Final approval rest: with the business unit's
Sr. Management Team.

3. If experience credits are approved for a position, they musl apply for all current
employees as well as new hires.

4, Any pay rate changes due to experience credits being granted v-ill be effective the first
pay period after the approval of credits has been granted. No retro payments will be
made.

Procedure:
1. A proposal must be prepared that includes the following information about the position
under consideration for providing experience credits:
. Justification as to why prior experience brings added wort!: to the crganization
. Number of FTE’s of open positions compared to budget
. Average time to fill in the past three years
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. Number of hours and cost associated with overtime, doubles, double backs, use of
agency personnel, use of other higher paid staff

* Turnover rates for the past three years

+ Proposed system for granting experience credits and the financial impact of doing

so with both current employees and the filling of open but budgeted positions
The completed proposal must be submitted to the business unit Human Resources
Department. HR will review the proposal for completencss and accuracy, and then
forward it for consideration to the Allina/Local 113 System Labor Management
Committee.
If the proposal is approved by the Allina/Local 113 System LMC, the proposal will then
be forwarded to the busingss unit Sr. Management Team for their approval. If it is not
approved by the Allina/Local 113 System LMC, the business unit making the proposal
will be informed of that decision and the rationale for it.
If the proposal is approved by the business unit Sr. Management Team, HR will work
with the appropriate department to implement the agreed upon experience credit system,
including:
. Developing a written description of the experience credit system for that position
(# of years granted for what type of experience; any maximum for # of years
granted, etc.)

* [mplementing experience credits for current employees (informing them as well
as making appropriate salary adjustments)

+ Adjusting information on currently posted positions so thal the impact of
experience credits is reflected accurately within the postings

* Developing and implementing an evaluation system to determine if the granting

of experience credits has had the desired effect on retention and recruitment
If the proposal is not approved by the business unit’s Sr. Management Team, the HR and
Local 113 representatives making the proposal will be informed of that decision and the
rationale for it.

Term of Agreement: This agreement shall remain in place from the date below on which it was
signed, through the term of the current contract period, which is February 28", 2003. It will then
be re-evaluated as a part of the overall contract negotiations.

SIGNED SIGNED
Joyce Gonier, Local 113 Bill MacNally, Co-chair
Alina Labor Policy Committee
1/15/01 1/9/2001
Date Date
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LOU #113 - #2003-2

Effective Dale: December 5, 2000
LOU 113 Service - ANW #2003-3
Original Date; September 2000
Effective Date: March 1, 2003
Expi -ation Date: Ongoing

LETTER OF UNDERSTANDING
Between
Abbott Northwestern Hospital
And
SEIU Local 113

SUBJECT: Central Processing Case Cart Technicians and Instrument Processors —
Original Date September 2000

Local 113 and Abbott Northwestern Hospital have reached an agreemen: to create a new job
classification for Central Processing Case Cart Technicians and Insirurnent Processors with
certification in sterile instrumentation. It is the interest of both parties t:» further professional
development for current employees and to improve our ability to atiract wnd retain staff. For
these reasons, the Central Processing ‘Case Cart Technicians with certificezion’ and ‘Instrument
Processors with certification’ shall be paid $0.50 above the pay scale as lisied in Appendix A of
the current Service Contract. The employee must maintain current cerlification in order to
receive the higher rate of pay. A lapse in certification will resuit in a return to the uncertified pay
scale.

SIGNED SIGNED
Joyee Gonier Al Johnson
Date 1/18/01 Date 9/11/00
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LETTER OF UNDERSTANDING

It is in the interest of both the Hospital and the Employee to maintain consistency in work
assignments within job classifications.

When Local 113 identifies a concern over consistency in work assignments the issue may be
referred to the Local 113 Labor/Management Committee.

The Local LMC will develop and implement a written process for review and action,

By: SIGNED By: SIGNED
Chair, Allina Labor Policy Committee SEIU, Local 113
Date: Date:
61



Shoes

ACTEON PLANS FROM 2003 NEGOTIATIINS

United Hospital Only - The Hospital will continue the practice of supplying safety
shoes for the employees working in the maintenance department at United
hospital in the classifications of Building Maintenance * and II.

The Safety Committees at each site (with participation from Local 113
employees) will review OSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management will meet to discuss the
recommendations.

Management agrees that union members will not be recuired to leave their shoes
at work.

The Safety Committees at each site (with partic pation from Local 113
employees) will review OSHA standards, the rukes as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management ill meet to discuss the
recommendations.

Casual and Student - Extra Hours

A. All employees including Casuals and students, will hav: to follow the extra hour
article in the contract when granting extra hours.

B. When a student returns to work from school and has “naintained his/her casual
status, seniority must be followed when granting hours on the schedule.

Parking

A, The Employer is committed to continuing to provide a sz fe parking environment.
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LOU SEIU Laocal 113 - 2006
Effective Date: March 1, 2006
Expiration Date: February 29, 2008

LETTER OF UNDERSTANDING
Between
Allina Hospitals and Clinics—
Abbott Northwestern Hospital, Mercy Hospital, Phillips Eye Institute, United Hospital
And
SEIU Local 113

SUBJECT: Sick Leave Payout

It is agreed by Allina Hospitals & Clinics, on behalf of Abbout Northwestern, Mercy and United
Hospitals and Phillips Eye Institute, and SEIU Local 113 that the employees on the attached list
will continue to receive the sick leave payout as specified in Article 6 (A) of the collective
bargaining agreement between Mercy Hospital and SEIU Local 113; and Article 6 (A) of the
collective bargaining agreement between Abbott Northwestern Hospital, Phillips Eye Institute,
United Hospital and SEIU Local 113, dated March 1, 2003 through February 28, 2006. No other
employees will be added to this list.

All listed employees had at least 20 years of service and a sick leave balance of equal to or
greater than 500 hours as of February 28, 2006. The list of employees will be attached to this

signed Letter of Understanding and a copy of the list will be kept by the Allina Labor Relations
Department and SEIU Local 113.

For SEIU Local 113 ) . For Allina Hospitals and Clinics

/ Zzz '
/Wb ) e
Redee J. Raming/ ’ /
Director L.abof Relations

March 1, 2006 March 1, 2006
Date Date

usiness Representative
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ADDEDUM AGREEMENT
BETWEEN
UNITED HOSPITAL
AND
SEIU LOCAL 113



United Hospital Wages

Page | of 3

Dietary/Linen Aide/Environ Services

Starl
2006 $1253
312007 S13 10

Nursing Assistant
Starl

372000 S3300
2007 $1370

Transport Aide/PT Aide

Suart
2006 $12.60
/2007 51323

Storekeeper

Start
/2006 51276
312007 51334

Afler |
¥r
$1338
51399

Afler |
Yr

$13.98
1461

After |
Yr
§13 52
$1413

Afer |
Yr
§13.59
§1420

Surg Support Tech 1 wio TVL
Sterile Process Tech w/o TYL
Telephone Operator/Bldg Maint Mech POA

Stan
37172006 $13.05
3/1/2007 51164

Service Associate

Start
32006 81302
312007 81372

Puatlent Care Assoclate

Start
372006 $134)
NG 1408

After 1
Yr
$1389
£14.52

After 1
Yr

51398
$14 61

After |
Yr

$14 27
$1491

Yardpersor/Delivery Floor Care/
Sterile Process Tech w/TYL
Surg Support Tech | w/TV]

Start
312006 $1368
312007 $14.29

After |
Yr
$14 60
§$15.20

Afler 2
Yrs
$1408
$1472

Afler 2
Yrs

$14 64
$15 30

Afler 2
Yrs

51421

51485

Afler 2
Yrs

$14.36
51501

After 2
Yrs

51463
1529

After 2
Yrs

$14.70
$1536

After 2
Yrs

$14 52
$15 60

After 2
Yrs

$15 31
$16.00

Afler 3
Yrs

$14.56
$15.22

After 3
Yrs

f15.1%
$15 88

Atter 3
Yrs
$14.75
31541

After 3
Yrs
$14 .36
$15.53

Aler )
Yrs

51531
$15.79

After 3
Yrs

$15.37
$153%6

After }
¥rs

$1548
$1617

After 3
Yrs

$158¢9
31661

Afler 4
Yrs

$14 89
$15.54

Afler 4
¥rs

51543
$1613

After 4
Yrs
£15.M
51568

After 4
Yts

$15.18
51587

After 4
Yrs

21548
$16.17

After 4
Yrs

$15.49
$16.18

After 4
Yrs

$15.76
$16 47

After 4
Yrs

$16.15
$16.88

65

After 5
Yrs

$1538
1007

Alter §
Yrs

$159%
$16 76

Alter §
Yty

$15353
S1e 23

Aler 5
Yrs
515,05
§16 36

Afler 5
Yrs

$15.94
$166b

Afler 5
Yrs

$15.96
$16.68

After §
Yrs

51628
§17.01

Alfter §
¥rs

£16 68
$1743

Alter ¢
Yrs

1586
S16 87

Alter
Yra

$16 50
517.25

After &
Yrs
816 D6
Sle 7R

Afler 6
Yrs
£16.20
S16 93

Afler &
Yrs

81643
1747

Afler &
Yrs

516 45
1219

After &
Yrs

$16 80
§17.55

After &
Yrs

1708
$17.935

Alter 8
Yrs

$1598
$16.70

Alter 8
Yrs

L1665
51740

Afler B
Yrs
§16.20
$16.93

Alter 8
Yrs
$16.32
$17.05

After 8
Yrs

s1661
$17.36

After &
¥rs
£16 60
$17.35

After 8
Yrs

51693
S17.69

Alter 8
Yrs

SI17 34
$18.12

Aler 12
Yry
Sie.14
S16 87

After 12
¥rs

Siol
§17.56

Adler 12
Yrs
$la 37
1711

After 12
Yrs
LR D)
$17 24

After 12
Yrs

$16 78
$17.53

After 12
Yrs
$16.76
$17.52

Afer 12
¥rs

$17.09
$17.86

After 12
¥rs

31751
$18.30

After 15
Yrs

S164n
s17.20

After 15
Yrs

81715
81752

After 15
Yrs
$16 6%
$17 44

After 15
¥rs

51683
§17.58

After 15
Yrs
s
51788

After 15
¥rs
St2.10
$17.87

After 15
Yrs

$1743
$182)

After i5
¥rs
1787
51867



Page 2 of 3
Cook
Alter |
Starl ¥r
Wi2000 51349 $1455
2007 81400 $IS00
¥ Associale
After |
Stary Yr

3072006 31350 $1471
3172007 81442 §18 7

Equipment Processor
Alter t
Starl ¥r
3172006 81286 $137%
312007 $1344 31427

Surg Support Tech 1L wio TVI
After 1
Start Yr
3172006 %1334 $1419
3172007 $13.94 MEX

Surg Support Tech 11 w/TV]
After
Start Yr
/2006 51390 $14.75
312007 §14.53 $1541

Surg Support Tech [T w/o TVI
After t

Start Yr
2006 51380 $1468
W1/2007  $14.42 $15 35

Surg Support Techk 111 w/TY]
Aller |
Start Yr
¥1/2006 51436 $15.25
31/2007  $1501 81593

Materisls Handler/Head Storekeeper

After ¥

Start Yr
3172006 31439 815331
3172007 31504 $1600

Head Cook
After |
Start Yr
3172006 $1481  $1574
3/1/2007 51548 51644

Bidg Mulnt Mechanic 11
After |
Stan Y
37172006 $20.58 $21.67
3112007 $21.51 $2265

After 2
¥rs
31510
51578

Afier 2
Yrs

$13 36
1605

After 2
¥rs
$14 47
51512

Alter 2
Yrs
51462
$15.60

After 2
¥rs

51540
31618

After 2
Yrs
$15.43
$1613

Afler 2
¥rs
$16.00
$16.71

After 2
Yrs
$16.12
$16.35

After 2
Yrs
$16.59
§17.33

Afler 2
¥rs
$22.64
§21.66

Afler 3
Yrs

5135 66
5le X7

After )
Yrs

51590
51662

Afier 3
Yrs

51502
$15.69

Afier 3
Yrs

$1540
$16.10

After 3
Yrs

$1596
516 68

After 3
¥Yrs

31598
516.70

After 3
Yrs

$16.55
$17.2%

After 3
Yrs
$16.68
$17.42

After 3
Yrs
$17.12
$17.39

After 3
Yrs

52339
$24.44

After 4
Yrs

$15.98
1070

Aftera
Yrs

%16 38
51712

Afles 4
¥rs

$15.33
$16.02

Alterd
Yrs

$15.77
$16 48

After 4
Yrs

$1632
$17.06

After 4
¥rs
516.31
$17.04

After 4
Yrs

$16.87
$17.63

After 4
Yrs

51697
$17.74

Afterd

$17.46
$18.25

After 4
Y13

5$23.81
$24.38
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Aher 5
Yry
816.50
$17.25

Afer 5
¥rs
1687
51763

Adles 5
¥rs
§15.84
816.55

Aller 5
Yts

$16.23
$16.90

After 5
Yrs

$16 80
$17.55

Afler 5
Yrs
§16.84
517.60

After 5
Yrs
$17.40
$18.18

After 5
Yrs

§17.54
§18.32

After 5
Yrs
$17.95
518.7¢

After 5
R

$24.51
$25.62

Alter 6
Yrs
$17.01
$1778

Afler &
Yrs
$17.37
$18.15

Afiet &
Yrs
$1630
31702

Afler 6
Yrs

$16.73
11749

ARer &
Yrs

$17.30
$18.07

After o
Yrs

$17.35
$18.13

Afler 6
Yrs
$17.91
$1871

After 6
Yz

$18.05
$18.87

After &
¥rs
$18.52
$19.36

Afler &

$25.14
$26.27

Alter &
iy
1717
$17.94

Alter &
s
£17 00
SIE 70

Ao &
s

$16.45
1319

Atter §
s

$10.90
517.00

Afler 8
Yrs
$17.4¢
$18.25

After 8
Yrs
£17.51
$1B.30

Afwer 8
Yis
51308
$1389

Afler 8
Yrs
$13.26
517.08

Afler 8
Yrs
51873
$10.57

Afer 8
Yrs
$25 38
$26 52

After 12
Yrs

51735
5813

After 12
Yrs
31844
1927

Afrer 12
¥rs

$lool
§i7 30

Aller 12
Yrs

$1707
17382

After 12
Yrs
1763
51842

After 12
Yrs

$17 70
$18 50

Afler 12
¥rs
51826
51908

Adfter 12
¥rs

518.44
519.27

After 12
¥Yrs

§18.92
519.77

After 12
rs

$25.62
$26.17

After 15
Yrs

$17.70
$18.50

Afler 15
Yrs

$18 80
519.65

After 15
Yrs

%1094
$17.70

Afler 15
Yrs

51741
51819

After 15
Yrs
1708
51879

After 15
Yrs
$13.05
51887

Afer 15
¥rs
$18.63
31946

After 15
Yrs
$18.80
51965

After 15
Yrs
51929
$2016

After 15
Yrs
52614
$27.31



PPage 3l 3

Bidg Maimt Mechanie Hl/Painter

Starl
Mok 32173
2007 32270

Bldg Maint Mechanic
1Carpenter/locksmith

Stan
FL2oN6 §13 25
LE2007 32430

Alter §
¥r
$22 83
$23.80

Alrer |
Yr
$2402
525 11

Aller 2
Yrs
52381
24 BR

After 2
Yrs
$2552
$26 67

After 3
Yrs

12455
£25 0

Alter 3
Yrs

$26.32
§27.51

Afer 4
Yrs
2495
£26.07

Aler 4
Yrs

$20 83
2304

67

Alter &
¥rs

$25 67
%26 82

Alter 3
Yrs
§2748
$28.7)

Aty &
Yis
520 31
£27 50

Aller ¢
Yre
S2W 23
$29 50

After 8
Yy
$26.54
$27 74

Alter ¥
Yo
Q2K 55
$29 83

Alter 12
¥rs
$26 80
P01

After 12
Yrs
$28 84
§30 14

Afler 15
Yrs

$27 34
$28 57

After 15
Yrs
§29.41
$30.73



1) Empioyee(s) in the Level 1 trainee position shall receive a wige rate on the Building
Maintenance Mechanic | scale based on the length of service in their previous classification.
However, if the employee's current wage rate is greater than the Building Maintenance Mechanic
[ scale, the employee shall receive a wage rate based on their ‘=ngth of service in the
classification they held pricr to taking the Building Maintenance Mechanic 1 position, plus an
additional 25 cents per hour.

2) After an employee in the training position has successfully pas:ied the Level 1 training
competencies, the employee will be paid an additional 75 cents per hou- above their wage rate as
¢alculated in the previous paragraph.

3) After an emplovee in training position has successfully passed the Level 2 training
competencies, the employee will move to the starting rate of the Buildin:t Maintenance Mechanic
11 position and proceed up the scale as specified in the Contract.

WNote: The Building Maintenance Mechanic 1] position is not a trainze position. Applicants must
meet the minimum required qualifications 1o be eligible to bid on thz Building Maintenance

_ Mechanic Il position.

Signed Signed
Joyce Gonier, Local 113 Terry Chitty, Unite:! Hospital
8/24/99 8/24/99
Date Date
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LETTER OF UNDERSTANDING
This is to confirm this agreement reached during the 1991 negotiations which is to be included in
a letter of understanding:
It is agreed that each Hospital reserves the right to establish and modify parking charges
for the life of the current contract. The Union reserves its right to negotiate with respect

to this issue in future contract negotiations.

This letter of understanding will be executed by both parties.

Executed this day of , 1999,
SIGNED SIGNED
CHAIR, ALLINA LABOR POLICY MINNESOTA'SHEALTH CARE
COMMITTEE UNION SEIU, LOCAL 113 AFL/CIO
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LC U 113 Service #2003-1
Effectiv 2 Date: March [, 2003
Expriration Date: Ongoing

LETTER OF UNDERSTANDING
Between
Abbott Northwestern Hospital, Phillips Eye Institute, Mercv Hospital,
Community Laundry and United Hospital
And
SEIU Local 113

SUBJECT: Transfer of 113 Employees between Facili ties —
Original LOU dated December 9, 1999

Local 113 and Abbott Nonthwestern, Phillips Eye Institute, Mercy, Coramunity Laundry, and
United Hospital have reached agreement related to the transfer of 1'3 Service employees
between facilities. This agreement recognizes the goals of increasing job opportunities for
employees, being able to manage performance issues, and consistency of transfer practices.

The following will apply related to transfers between facilities:

10.
11

12.

13.

14,
15.

16.

17.
18.

Pay level {i.e. step level) remains the same in the new position.

Benefit accrual rates for vacation and sick leave transfer with th-- employee, as do the
existing vacation and sick leave balances.

Benefits eligibility is not interrupted (e.g., waiting periods for irsurance will not start
over).

Seniority freezes in the current job classification and starts over in | new classification or
in the same classification.

The employee personnel file iransfers, including any existing discig linary action.
Employees are not able to transfer to a new facility for a minimum f six (6} months from
the date of any disciplinary suspension.

Employees who transfer to a new facility are not able to transfer tu another facility for a
minimum of twelve (12) months from the date of transfer.

There is no probationary peried that is in effect in transfer situation:..

Employees who are offered a new position can, prior to accepiance of the position,
shadow an employee in the classification in the new department/facility in order to
determine whether they want to accept the position. An employee cin be paid up to a full
shift of eight hours to participate in this job shadowing.

Signed this 9™ day of December, 1999.

Signed Signed
William MacNally Joyee Gonier
Chair, Allina Labor Policy Committee Service Employ =es International

Union, Local 113
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LOU #113 - #2003-2
Effective Date: December 5, 2000

Expiration Date; Eebruary-28-2063
Revised Expiration Date: Februvary 29, 2008

LETTER OF UNDERSTANDING
Between
ABBOTT NORTHWESTERN HOSPITAL, MERCY HOSPITAL, METROPOLITAN
LINEN SERVICES, PHILLIPS EYE INSTITUTE, AND UNITED HOSPITAL
And
SEIU Local 113

SUBJECT: EXPERIENCE CREDITS FOR SERVICE WORKERS

Background: Allinais experiencing difficulty in retaining and recruiting employees for selected
Local 113 service worker positions. The local labor market is experiencing record low levels of
unemployment (1.79%) at the same time the hospitals have been expenencing higher patient
volumes. This has resulted in tremendous amounts of overtime, staff having to work double
shifts, and the use of temporary or outside staff. Given this combination, Allina and Local 113
have a shared interest in having a process available for granting credits for past experience for
positions that have a history of being difficult to keep staffed and positions in which cumulative
years of experience add worth to the organization. Therefore, Allina and Local 113 through the
Allina/Local 113 System LMC jointly developed the following procedure for applying
experience credits for Local 113 members.

Agreement Parameters:

5. A recommendation as to whether or not to offer experience credits for a specific position
will be made on a business unit by business unit basis.
6. Any proposal to grant experience credits first needs to be approved by the Allina/Local

113 System Labor Management Committee. Final approval rests with the business unit’s
Sr. Management Team.

7. If experience credits are approved for a position, they must apply for all currem
employees as well as new hires.

8 Any pay rate changes due to experience credits being granted will be effective the first
pay period after the approval of credits has been granted. No retro payments will be
made.

Procedure:
5. A proposal must be prepared that includes the following information about the position
under consideration for providing experience credits:
. Justification as to why prior experience brings added worth te the organization
* Number of FTE’s of open positions compared to budget
] Average time to fill in the past three years
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* Number of hours and cost associated with overtime, dounles, double backs, use of
agency personnel, use of other higher paid staff

+ Turnover rates for the past three years

* Proposed system for granting experience credits and the financial impact of doing

so with both current employees and the filling of open bu( budgeted positions
The completed proposal must be submitted to the business unit Human Resources
Department. HR will review the proposal for completeness and accuracy, and then
forward it for consideration to the Allina/Local 113 System Labor Management
Committee.
If the proposal is approved by the Allina/Local 113 System LM, the proposai will then
be forwarded to the business unit Sr. Management Team for thzir approval. If it is not
approved by the Allina/Local 113 System LMC, the business nnit making the proposal
will be informed of that decision and the rationale for it.
If the proposal is approved by the business umit Sr. Managem:nt Team, HR will work
with the appropriate department to implement the agreed upon :xperience credit system,
including:
L] Developing a written description of the experience credi- system for that position
(# of years granted for what type of experience; any maximum for # of years
granted, etc.)

* Implementing expenience credits for current employees (informing them as well
as making appropriate salary adjustments)

* Adjusting information on cutrently posted positions so that the impact of
experience credits 1s reflected accurately within the postings

. Developing and implementing an evaluation system o cetermine if the granting

of experience credits has had the desired effect on retention and recruitment
If the proposal is not approved by the business unit’s St. Management Team, the HR and
Local 113 representatives making the proposal will be informed of that decision and the
rationale for it.

Term of Agreement: This agreement shall remain in place from the date below on which it was
signed, through the term of the current contract period, which is Februar ¢ 28™ 2003. It will then
be re-evaluated as a part of the overall contract negotiations.

SIGNED SIGNED
Joyce Gonier, Local 113 Bill MacNally, Co-chair
Allina Labor Policy “ommittee
1/15/01 1/9/2001
Date Date
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LOU E13 Service — United #2003-4
Effective Date: March 1, 2003
Expiration Date: Ongoing

LETTER OF UNDERSTANDING
Between
United Hospital
And
SEIU Local 113

SUBJECT: Case Cart Aide — Original LOU Effective December 16, 2000 —
Modified March 1, 2003

This is to confirm the agreement reached on 12/8/2000 between United Hospital and Local 113
regarding the role of Case Cart Aide. Changes reflected below will be effective 12/16/2000.

The changes described below reflect the interest of both parties to reward the efforts and
contributions of long-term skilled CCA’s, to increase opportunities for growth of CCA’s, and to

mncrease success of recruiting and retraining new Case Cart Aides.

The job title will be changed from Case Cart Aide to Surgical Support Technician. Seniority will
not change with this change in job title.

The model of development of Surgical Suppon Technicians follows.
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Surgical Support Technician Development Model

New employee

Approxsmate imeframe 1o |
complete # | = |0 weeks

5 weeks on days, 5 weeks on
shift hured 1or. Reguired
for all 58Techs,

1 1
Qrient to Supply QOrient to [nsliuments
(Case Carts, Sterile Storage) (Instrument Roem: up and down,

Decontam up an.| down)
Approximare timefrane /

togetfrom i [to# 2=
6 weeks. Required for
all S§Techs. Complete Bas:c Supply

& Instrurnent Competencies

Optional: If desired, !
each individual may
advance to #3.

3

Complete Advanced Supply
& Instrument Competencies

Emplovees will be compensated for each level of their development, includ ag obtaining
certification by completing a course at a Technical school. See Appendix A for Compensation
scales.

BY SIGNED BY

United Hospital Surgical Leader SEIU, Local 113
Date 12/20/00 Date
BY SIGNED By

William MacNally, Allina Health
System Labor Management
Date 1/2/2001
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LOU 113 Service ~ United #2003-5
Original Effective Date: 3/20/02
Expiration Date: Ongoing

LETTER OF UNDERSTANDING
Between
SEIU Local 113
And
United Hospital

REGARDING: Transferring Seniority Hours from the Nursing Assistant
Classification to the Patient Care Assistant Classification.

This Letter of Understanding reflects the agreement reached between SEIU Local 113 and
United Hospital regarding the combination of seniority hours of the Nursing Assistant (NA) and
the Patient Care Assistant (PCA). Nursing Assistant training is a requirement of the Patient Care
Assistant role. The PCA role will be viewed as a career step for the NA classification. I1fan NA
transfers into an open PCA position, the NA seniority will also transfer into the new
classification.

United Hospital will review the employment records of all current PCAs. If the records reflect
PCAs with previous United Hospital NA seniority hours, those hours will be transferred and
added to the PCA’s seniority hours.

This will result in one seniority list for all NAs and PCAs going forward.

BY SIGNED BY SIGNED
Joyce Gonier United Hospital
SEIU Local 113
Date 5/16/02 Date 3/20/02
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LETTER OF UNDERSTANDING

1t is in the imerest of both the Hospital and the Employee to main:ain consistency in work
assignments within job classifications.

When Local 113 identifies a concern over consistency in work assignments the issue may be
referred to the Local 113 Labor/Management Commitiee.

The Local LMC will develop and implement a written process for revie v and action.

By: SIGNED By: SIGNE
Chair, Allina Labor Policy Committee SEIU, Local 113
Date: Date:
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Shoes

ACTION PLANS FROM 2003 NEGOTIATIONS

United Hospital Only - The Hospital will confinue the practice of supplying safety
shoes for the employees working in the maintenance department at United
hospital in the ¢lassifications of Building Maintenance 1 and 11,

The Safety Committees at each site (with participation from Local 113
employees) will review QOSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management will meet to discuss the
recommendations.

Management agrees that union members will not be required 1o leave their shoes
at work.

The Safety Committees at each site (with participation from Local 113
employees) will review OSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management will meet to discuss the
recommendations.

Casual and Student - Extra Hours

A. All employees including Casuals and students, will have to follow the extra hour
article in the contract when granting extra hours.

B. When a student retuns to work from school and has maintained his/her casual
status, senjority must be followed when granting hours on the schedule.

Parking

A The Employer is committed to continuing to provide a safe parking environment.
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LOU SEIU Lueal 113 - 2006
Effective Date:: March 1, 2006
Expiration Date: Fcbruary 29, 2008

LETTER OF UNDERSTANDING
Between
Allina Hospitals and Clinics—
Abbott Northwestern Hospital, Mercy Hospital, Phillips Eye Institule, United Hospital
And
SEIU Local 113

SUBJECT: Sick Leave Payout

It is agreed by Alina Hospitals & Clinics, on behalf of Abbott Northweste n, Mercy and United
Hospitals and Phillips Eye Institute, and SETU Local 113 that the employecs on the attached list
will continue to receive the sick leave payout as specified in Article 6 (A) of the collective
bargaining agreement between Mercy Hospital and SEIU Local 113; and Article 6 (A) of the
collective bargaining agreement between Abbott Northwestern Hospital, Piuillips Eye Institute,
United Hospital and SEIU Local 113, dated March 1, 2003 through Februa:y 28, 2006. No other
employees will be added to this list.

All listed employees had at least 20 years of service and a sick leave balance of equal to or
greater than 500 hours as of February 28, 2006. The list of employees will be attached to this
signed Letter of Understanding and a copy of the list will be kept by the Allina Labor Relations
Department and SEIU Local 113.

For SEIU Local 113 For Allina Hospitals :nd Clinics
3 )
< //
Jayne Hetchler”
_- Business Representative Director Labor ®elations

?/q”,?,é& A Z"Mé -
Date Date
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ADDENDUM AGREEMENT
BETWEEN
PHILLIPS EYE INSTITUTE
AND
SEIU LOCAL 113
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Phillips Eye Institute Wages

Page 1 012
Parking Cashier

Stan
3N2006 31166
37007 81218

Dietary/Housekeeping Aide
Patient Escort/Yardperson

Start
3172006 $12.53
T S0
Transport Aide
Start
3142006 $12 66
3172007 51323
Bidg Maint Mechanic |
Start
3172006 $13.05
3172007 $1364
Ward Secretary
Starnt
3172006 81312
31/2007 51372

Materialy Handler

St

312006 $13.33

3/172007 5139}
Patieot Support Alde/Cosk

Start

372006 $1349
20T %1400

First Cook
Suart
3N/2006 S14.14
3172007 $14.78
Head Cook
Stan

3172006 $14.81
172007 %1548

After |
Yr

$1258
31318

After |
Yr

513218
$13.99

Afler |
¥r

S13.52
51413

After |
Yr
31389
$1452

After |
¥r

$14.06
514.69

After 1
Yr

$14.16
514.80

After
Ye

S14.3%
$15.00

Alter )
¥Yr

$15.01
$15.68

After 1
Yr

$15.74
Slo.44

After 2
Yrs
51312
51381

After 2
¥rs

514 08
§t4.72

After 2
Yrs

§$1421
$14.85

After 2
Yrs

$14 63
51529

After2
¥r
$14.72
$15.38

After 2
¥rs

$14.99
$15.66

Adter 2
Yr

$1510
$15.78

After 2
Yrs

$1581
$16.52

After2
¥rs

$1659
$17.33

Alter 3
Yrs

$11.7%
$14 38

After 3
Yrs

514 56
$13.22

After 3
¥Yrs

$1475
$15.41

Afer 3
Yrs

$i15.11
31579

Afer 3
¥rs

1531
516.00

Affter 3
Y3

51544
516.14

Alfter 3
Yrs

31566
51637

Afer 3
Yrs
51621
$17.04

After 3
¥rs

$17.12
517.89

After 4
Yrs

$1404
$34 67

After 4
¥rs

51489
$15.50

After 4
Yra

31501
SI1568

After 4
Yrs

$1548
$l6.17

Alter 4
Yrs

$15.58
$16.28

Afer 4
Yis

$15381
$16.52

Afler 4
Yo

$15.98
$16.70

After 4
Y5

$16.69
$17.44

Alerd
¥rs

51746
51825
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Aler 5
¥rs

1446
21511

Aler 5
Yrs

51538
51607

Aller 3
Yrs

1553
51623

After 5
Yrs

31594
31666

After 5
vrs

e l2
$16.85

After 5
¥Yrs

316,31
51704

After §
Yrs

$16 50
$17.25

After 5
Yrs

$17.18
$1785

After 5
Yrs

$1795
51876

Afler &
¥rs

1503
§1570

Alfter 6
Yrs

51586
$l6 57

ARer &
Yrs

S1606
51678

After 6
Yrs

51643
51717

Afier b
¥rs

$16.5%
517.23

After 6
Yrs

$le.78
51754

Alter 6
Yo

51701
3171

Alter 6
Yrs

$17.72
$18.52

After 6
¥rs

$18.52
$19.36

Al R
i
515
$15 4

Afte &
¥
15 U8
51670

Afte 8
Yr:
MR
516 03

Alte 3
¥r

$16 1

17t

Afer 8
¥
§16.'3
§L7.00)

After 4
hid
31645
E1E A

Aler
¥rs

sl
$17.64

After 1
Yrs
§32.8¢
518.6:

After ¢

5187
$19.5"

Aler 12
Yrs

$1531
51600

Aller 12
Yrs

$16.14
$16.87

After 12
Yrs

$1637
s17.1n

After 12
Yrs

$16.78
$17.53

After 12

$16.90
517.60

Afier 12
Yrs

sz
517.89

Afler 12
Yra

$17.33
$18.13

After 12
¥rs

$18.03
51887

After 12
Yrs

51892
§19.77

Aller 15
¥rs

§i5.02
5le 32

After |5
Yrs
§t6 46
§17.20

After 15
¥rs

51669
$17.44

After 15
¥rs

$17.11
$17488

Afer 15

$17.24
51802

After |5
Yrs
51746
51825

After |5
Y

$17.70
$18.50

After 15
¥rs

184
$1924

After 15
Yrs

$19.29
$20.16



Page 2 of 2
Driver Heavy

Starl
J2006 $17.22
32007 s17.9%

Bldg Maint Mechanic 11

Starl
212006 520058
342007 £21.51

Wall Washer

Start
3412000 $13 80
12007 S14.42

Receiving
Clerk

Siart
066 1419
W06 $I1504

Nursing Assistant
Start

37172006 513101
37172007 $13.70

After |
Yr
$18.17
$18.99

Afler |
Yr
521 67
$22 63

After |
Yr

$14 68
$1535

After |
Yr

51531
§1600

After |
Yr
$13.98
814 6]

After 2
¥rs
f1a00
31986

After 2
¥rs
$2264
523 6b

After 2
Yrs

51543
51613

After 2
Yrs

51612
$16.85

After 2
Yrs

$14 64
§1530

After 1
¥rs
$19 61
$2049

Ader }
Yrs

$2).3%
$24.44

Alter 3
Yts

§1598
51670

After }
Yrs
S1o 68
$1743

Afler }
Yits

1519
L1588

Afier 4
s

$20 03
$20 93

After 4
Yrs
52381
§24 8%

Alter 4
Y5

$1631
$1764

Afterd
Yrs

11657
$172.714

After 4
Y13

51545
$1615

81

After 3
Yoy

$20 59
£2152

After 5
Yrs

REE R
$25 62

After §
Yrs
$16 84
1760

After §
Yrs

$17 54
$18 33

After 5
Yrs

515.98
$16 74

After 6
s
$21.21
12216

After
Yrs
2514
32627

After &
Yrs
§17 35
b 32 AR

After &
rs

51805
818 87

After &
Yrs

$io.50
31725

After §
Yrs

$21.39
$22 35

After §
Yrs.

32518
$20 52

After 8
Yrs

$172.51
$13 30

After §
Yrs

$18.26
$1903

After 8
Yrs

31665
$1740

Aler 12
Yrs
2162
$22 549

Afer 12
Yrs

2562
32677

Afler 12
Yrs

17,70
£18.50

Afler 12
Yrs

518.44
$19.27

After 12
Yrs

§16 81
$17.56

Alter 15
Yrs

$21.05
$2304

After 15
Yrs

52614
273

Alter 15
¥rs
$18 05
$1887

Alter 13
Yrs

51880
51965

After 15
Yrs
51705
$17.92



LETTER OF UNDERSTANDING
This is to confirm this agreement reached during the 1991 negotiations whi:h is to be included in
a letter of understanding:
It is agreed that each Hospital reserves the right to establish and m«dify parking charges
for the life of the current contract. The Union reserves its right lo negotiate with respect

to this issue in future contract negotiations.

This letter of understanding will be executed by both parties.

Executed this day of , 1999,
SIGNED : SIGNED
CHAIR, ALLINA LABOR POLICY MINNESOTA'S HEALTH CARE
COMMITTEE UNION SEIU, LOCAL 113 AFL/CIO
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LOU 113 Service #2003-1
Effective Dale: March 1, 2003
Exptration Date: Ongoing

LETTER OF UNDERSTANDING
Between
Abbott Northwestern Hospital, Phillips Eye Institute, Mercy Hospital,
Community Laundry and United Hospital
And
SEIU Local 113

SUBJECT: Transfer of 113 Employees between Facilities —
Original LOU dated December 9, 1999

Local 113 and Abbotl Northwestern, Phillips Eye Institute, Mercy, Community Laundry, and
United Hospital have reached agreement related to the transfer of 113 Service employees
between facilities. This agreement recognizes the goals of increasing job opportunities for
employees, being able 1o manage performance issues, and consistency of transfer practices.

The following will apply related to transfers between facilities:

19. Pay level (i.e. step level) remains the same in the new position.

20. Benefit accrual rates for vacation and sick leave transfer with the employee, as do the
existing vacation and sick leave balances.

21, Benefits eligibility is not interrupted (e.g., waiting pertods for insurance will not start
over).

22. Seniority freezes in the cwrrent job classification and starts over in a new classification or
in the same classification.

23.  The employee personnel file transfers, including any existing disciplinary action.

24, Employees are not able to transfer 10 a new facility for a minimum of six (6) months from
the date of any disciplinary suspension.

25. Employees who transfer 1o a new facility are not able to transfer to another facility for a
minimum of twelve {12} months from the date of transfer.
26.  There is no probationary period that is in effect in transfer situations.

27. Employees who are offered a new position can, prior to acceptance of the position,
shadow an employee in the classification in the new department/facility in order to
determine whether Lhey want 10 accept the position. An employee can be paid up to a fuil
shift of eight hours to participate in this job shadowing.

Signed this 9" day of December, 1999,

Signed Signed
William MacNally Joyce Gonier
Chair, Allina Labor Policy Committee Service Employees International

Union, Local 113
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LOU #113 - #2003-2
Effective C-ate: December 5, 2000

Expiration | ate: February-28-3003
Revised Expiration D:te: February 29, 2008

LETTER OF UNDERSTANDING
Between
ABBOTT NORTHWESTERN HOSPITAL, MERCY HOSPITAL, METROPOLITAN
LINEN SERV[CES, PHILLIPS EYE INSTITUTE, AND UNITED HOSPITAL
And
SEIU Local 113

SUBJECT: EXPERIENCE CREDITS FOR SERVICE WORKERS

Background: Allina is experiencing difficulty in retaining and recruiting :mployees for selected
Local 113 service worker positions. The local labor market is experiencing record low levels of
unemployment (1.79%) at the same time the hospitals have been experiencing higher patient
volumes. This has resulted in tremendous amounts of overtime, staff having to work double
shifts, and the use of temporary or outside staff. Given this combination, Allina and Local 113
have a shared interest in having a process available for granting credits fvr past experience for
positions that have a history of being difficult to keep staffed and positions in which cumulative
years of experience add worth to the organization. Therefore, Allina and Local 113 through the
Allina’Local 113 System LMC jointly developed the following procedure for applying
experience credits for Local 113 members. -

Agreement Parameters:

9. - A recommendation as to whether or not to offer experience credits tor a spec1ﬁc position
will be made on a business unit by business unit basis.

10.  Any proposal to grant experience credits first needs to be approve:] by the Allina/Local
113 System Labor Management Committee. Final approval rests with the business unit’s
Sr. Management Team. B

11.  If experience credits are approved for a position, they must zpply for all current
employees as well as new hires. -

12, Any pay rate changes due to experience credits being granted will be effective the first

" pay period after the approval of credits has been granted. Ne reiro payments will be

made.
. Procedure:
9. A proposal must be prepared that includes the following informatiin about the posmon
under consideration for providing experience credits:
. Justification as to why prior experience brings added worth tc. the organization
* Number of FTE’s of open positions compared to budget
. Average time to fill in the past three years
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* Number of hours and cost associated with overtime, doubles, double backs, use of
agency personnel, use of other higher paid staff

* Turnover rates for the past three years

L Proposed system for granting expenience credits and the financial impact of doing

so with both current employees and the filling of open but budgeted positions
The completed proposal must be submitted to the business unit Human Resources
Department.  HR will review the proposal for completeness and accuracy, and then
forward it for consideration 1o the Allma.fLDcal 113 System Labor Managcment
Committee.
If the proposal is approved by the Allina/Local 113 System LMC, the proposal will then
be forwarded to the business unit Sr. Management Team for their approval. If it is not
approved by the Allina/Local 113 System LMC, the business unit makmg the proposal
will be informed of that decision and the rationale for it,
If the proposal is approved by the business unit Sr. Management Team HR wili work
with the appropriate department to implement the agreed upon experience credit system,
including:
+ Developing a written description of the experience credit system for that position
(# of years granted for what type of experience; any maximum for # of years
granted, etc.)

* Implementing experience credits for current employees (informing them as well
as making appropriate salary adjustmenits)

. Adjusting information on currently posted positions so that the impact of
experience credits is reflected accurately within the postings

L Developing and implementing an evaluation system to determine if the granting

of experience credits has had the desired effect on retention and recruitment
If the proposal is not approved by the business unit’s Sr. Management Team, the HR and
Local 113 representatives making the proposal will be informed of that decision and the
rationale for it.

Term of Agreement: This agreement shall remain in place from the date below on which it was
signed, through the term of the current contract period, which is February 28", 2003. It will then
be re-evaluated as a part of the overall contract negotiations.

SIGNED SIGNED

Joyce Gonier, Local 113 Bitl MacNally, Co-chair

Allina Labor Policy Committee

1/15/01 1/9/2001

Date

Date
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LETTER OF UNDERSTANDING
It is in the interest of both the Hospital and the Employee to maintain consistency in work
assignments within job classifications.

When Local 113 identifies a concern over consistency in work assignmerts the issue may be
referred to the Local 113 Labor/Management Commiittee.

The Local LMC will develop and implement a writien process for review and action.

By: SIGNED By: SIGNEL:
Chair, Allina Labor Policy Committee SEIU, Local 113
Date: Date:
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Shoes

ACTION PLANS FROM 2003 NEGOTIATIONS

United Hospital Only - The Hospital will continue the practice of supplying safety
shoes for the employees working in the maintenance department at United
hospital in the classifications of Building Maintenance [ and IL

The Safety Committees at each site (with participation from Local 113
employees) will review OSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management will meet to discuss the
recommendations,

Management agrees that union members will not be required to leave their shoes
at work.

The Safety Committees at each site (with participation from Local 113
employees) will review OSHA standards, the rules as set by the MN Siate
Department of Health and additional data to include accident & injury reports to
provide recommendations. Labor and Management will meet to discuss the
recommendations.

Casual and Student - Extra Hours

A All employees including Casuais and students, will have to follow the extra hour
article in the contract when granting extra hours.

B. When a student retums to work from school and has maintained his/her casunal
status, seniority must be followed when granting hours on the schedule.

Parking

Al The Employer is commitied to continuing to provide a safe parking environment.
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LOU SEIU Local 113 - 2006
Effective Date: »larch 1, 2006
Expiration Date: Febiruary 29, 2008

LETTER OF UNDERSTANDING
Between
Allina Hospitals and Clinics—
Abbott Northwestern Hospital, Mercy Hospital, Phillips Eye Institut:, United Hospital
And
SEIU Local 113

SUBJECT: Sick Leave Payout

It is agreed by Allina Hospitals & Clinics, on behalf of Abbott Northweste n, Mercy and United
Hospitals and Phillips Eye Institute, and SEIU Local 113 that the employers on the attached list
will continue to receive the sick leave payout as specified in Article 6 |A) of the collective
bargaining agreement between Mercy Hospital and SEFU Local 113; and Article 6 (A) of the
collective bargaining agreement between Abbott Northwestern Hospital, Phillips Eve Institute,
United Hospital and SEIUJ Local 113, dated March 1, 2003 through Februar v 28, 2006. No other
employees will be added to this list.

All listed employees had at least 20 years of service and a sick leave b-lance of equal to or
greater than 500 hours as of February 28, 2006. The list of employees will be attached to this
signed Letter of Understanding and a copy of the list will be kept by the A llina Labor Relations
Department and SEIU Local 113.

For SEIU Local 113 For Allina Hospitals : nd Clinics
— ’f B
] )_/.H L //f/ /r ) J/M }ﬂ
R il fL 871,’«{5(/ /}}
Ja e}-(etchlcr Rerfee J. Raming, .
usmess Representative Director Labor Relatios
7/ i A
Z B / &/ 74 VA
Date Date 7
88



ADDENDUM AGREEMENT
BETWEEN
MERCY HOSPITAL
AND
SEIU Local 113
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Mercy Hospital Wages
Page | of 3
Dietary Aide (1¥Lab Aider
Linen Distrib Aide (2)
Alter |

Stan Yr
/2006 $12.55  $133R
2007 S13.02 0 81399

MNursing Assisiant
Afler 1
Starl ¥r
Y2006 $1344 31430
31: 2007 $1404 51494

Patient Registrar/Frc-Reg
Aher |

Swn ¥r
V12006 81330 S14.71
VW07 51442 1537

Wall Washer
Alter 1
Siart Yr
2006 S1380 14068
WIR00T  $1442  §1538

Cook/Dict Tech
After |
Starl ¥r
YVi2o06  $1415 51500
Y2007 %1410 $15 69

EI} Technicisn
After |
Start ¥r
32006 $1393 $14 R
VIR007T  $1455  §1558

Switchboard
Operator
Afier |
Stan ¥r
MN006 $11.97 SEAD
2007 B13SS %1452

Storchkecper/Pan Washer
Afler |
Stan ¥r
3472006 51295 §1381
WAe0T 31353 514 4)

After 2
Yrs
$14 08
$14 72

Afer 2
¥rs
$14.99
LYRY]

Afler 2
Yrs
1549
Sin 18

Afler 2
Yra
1543
$10.13

Alter 2
Yrs
31583
%1654

Alter 2
Yrs

$1563
$1633

Alter 2
¥r
31462
$1528

Aler 2
¥rs
$14.50
$1522

Alter 3

¥rs
514 50
s1522

Afler 3
Yrs
515 56
Sl626

Aller 3
Yry
51602
flaT4

Aler 3
Yrs
SI50%
$16.70

Alier }
Yra

$16.30
51710

Adter )
Yrs

1615
51688

After 3
Y
1512
$15 R0

Afler 3
Yrs

$1507
$15.75

Afer4
¥y
$14 89
$15.56

After 4
Yo

$1580
$16 51

After 4
Yrs
$16 40
517 14

Alter 4
¥rs
§16 31
51704

After 4
Yrs

$16 70
51745

After 4
Yrs

1647
s7n

Aler 4
¥rs

$1542
$10.02

After 4
Yrs

$15.39
$16.08

Alter 5
Yrs

51538
51607

Afler §
Yrs

1631
SI7.04

Aller $
Yrs

S0 87
1763

ANer 5
Yrs

1684
517 60

Aler 5
Yres

$1723
$1801

After 5
Yrs

$1701
51778

Adter 5
¥rs

%1502
$1668

After 5
Yre

$158Y
8160l

90

Afer &
Yra

$15.86
816 57

Aller &
Y

51684
1760

Alter &
Yrs
S174a
1323

Alter &
Yry
SI1T.35
RILN K]

Alter 6
Yrs

$17.73
$18.52

Alter 6
Yrs
$17.53
1812

After 6
Yy

31645
$17.1%

Afler v
¥rs
51636
51700

Afer &
Yrs

51598
$16.70

Alter B
Yra

31697
317.74

After 7
Yrs

S17 59
518 3%

After &
Yrs
317 50
$18.29

Afier ¥
¥Yrs

51789
51864

After 8
Yrs

51772
$i8 32

Afler 8
¥rs
si6a2
$17.37

Afler 8
Yrs
31653

-317.27

Aier 12
frs
ML
L1687

Atarl2
vrs
1704
LRl

Fflerk
¥rg
£ 57
I kS7

Mer 12
TS
170
LIRS0

Afler 12
¥rs
1805
LN K7

Arer 12
Yrs
N7 89
RN

ifer 12
Yrs
1678
(1753

2 her 12
¥rs

tHo 69
117 44

Afier 15
¥Yrs
310 46
%1720

Alter 15
Yrs
31748
$1% 27

Afwer 12
Yy
StR ol
51944

Alter 15
¥Yra
SIR0S
SIRR?

Alwer 15
Yrs

LILED
19 24

Afler 15
Yrs
$18.24
L1906

Afler 15
Yrs

$17 11
$17.38

Afier 15
Yis

51702
$17.7%

Afler 15
Yrs

51897
11982



Page 2ol )
Instrumenit Specialist
Aller 1
Suart Yr
MN2006 $1357 m144)
Mo07  S1418 31506

Health Unit Coordinater (3}
Afler |

Start Yr
2000 $1415 51502
32007 S14T79 S1569

EKG Tech
Aler |
Nrart AL
312000 81333 $1d.16
U001 81393 $lspu

Anesthesa Tech
After |
Stari Yr
312006 $1330 $14.22
12007 81397 $1486

Unit Support/
Env Sery Aide (445)
Afler |
Starl Yr
V2006 $13.19 §Sl4 16
3/1/2007  $11.78 $14 80

Rehab Aide/Transport
Afer |
Start Yr
32006 §1266 51352
3172007 %1323 $14.12

Phlebotomy/EKG Asyg
After |
Stan ¥r
2006 81374 §1459
34172007 $14.36 515.25

Equipmeni Processor
After |
Start Y
¥1/2006  $i286 $13.75
3172007 $13 4 $14 27

OB Technologist
After |
Start ¥r
312006 $15.34 31580
3172007 81603 516 %)

After 2
Yrs

$1517
%1586

Afier 2
Yrs
1533
$16 54

After 2

$14.99
FIRX.

After 2
Yrs
51500
51567

After 2
Yrs

S14.7}
1537

After 2
¥rs

$14.21
$14 85

After 2
Yrs

$1528
51597

Aler2
Yrs
£14.47
$15.12

Afler 2
¥rs
3618
517.01

Alter 3
¥rs
SIS 05
1636

Afler 3
¥rs

516.36
§1710

After 3
¥rs

§i5as
$le14

After 3
Yrs
51552
$1622

Alter 3
Yrs

1518
SI5.87

After )
Yrs
51477
$15.43

After 3
¥rs

$15.85
316 56

Alter 3
¥rs
$15.02
51569

After 3
¥rs
§16.76
51752

After 4
Yry
Sledd
1675

Aler 4
¥rs

51670
$17.45

Afer 4
¥rs
$I581
$lo 52

Afler 4
Yrs

$1584
$16 55

Alter 4
Yrs

S15 56
$16 26

Afer &
Yrs

S1501
31568

Adter 4
¥Yrs

31640
51681

Aller 4
Yrs
$15.33
31602

Afler 4
¥rs
5i7.26
1804

Alter §
Yrs

Slo.4w
s17.24

After §
¥rs

17 2]
3801

Afler §
¥rs
$16 31
81704

After &
Yrs
$16 32
1708

Afler §
Yrs

Siem
S$1675

After §
¥rs

§15.53
$16.23

Afler §
Yrs
51660
$17.35

After §
¥Yrs

§1584
$16 35

After §

317.78
$18.58

9

After 6
Yrs

$17.01
517,78

Afler &
Yrs
§$12.73
518352

Adter &
¥rs

sl079
%1754

Aler &
Yrs

1680
$17.62

Aler 6
Yrs

$16.a7
$17.21

Aller 6
¥rs
516.06
51678

Alter &
Yrs
$17.13
$1790

Afler 6
¥rs

$l6.30
$1703

After &
¥Yrs
$18 31
$19.14

Afler £
¥rs

$176
1703

Aler g
Yis
SI7 80
S18 59

Alter §
Yrs
$16G3
$17 7t

Afier &
¥ry
31701
$17.78

Alter 8
Yrs
Slood
5173

Afler E
Yrs
51620
$16.93

Alter &
Yrs

$17.26
SI80d

Afer 8
Yrs
51645
$17.09

Aller 8
Yre

$1923
$20.00

Afler 12
Yry

$17 33
S1g 1l

Afler 12
Yrs

31805
518 87

Afler 12
Yo
$17.12
S17RY

After 12
¥rs

$17.07
$i7.94

After 12
Yrs

$16.80
$17.55

Afler 12
¥rs

$1637
$17.11

After 12
¥rs

31743
$18.21

Afler 12
Yrs

ol
§17.36

After 12
¥rs

2019
$H0v

After 15
Yrs

$1767
1846

After 15
Yrs
313 41
$19.24

Afer 1§
¥rs
$17.40
$18.25

After 15
Yrs
517 51
$18 30

After |5
s

$17.04
51791

Afler 15
Yrs
516 69
31744

After 15
¥rs
$17.78
51858

After 15
Yrs
S16.94
31770

After 15
¥rs
32120
52215



Page 3 of 3

{1) Any dietary aide assigned the duties of Pan Washer shall be paid at the Pan Washer
rate for each hour doing such duties.

(2) Anyone assigned the duties of operating washing machines or dryers snall receive
$.205 per hour above the prevailing rate while doing so.

{3) Health Unit Coordinators who have tele-monitoring responsibilities on their shifts will
be paid an additional $.75) per hour.

{4) Environmental Service Aides assigned to do special projects shall be puid at the Wall
washer rate for each hour doing the special project.

{5) Environmentai Service Aides who are Permanent Project Workers shali be
compensated at the Wall washer rate for all compensated hours.
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LOU 113 Service #2003-1
Effective Date: March 1, 2003
Expiration Date: Ongoing

LETTER OF UNDERSTANDING
Between
Abbott Northwestern Hospital, Phillips Eye Institute, Mercy Hospital,
Community Laundry and United Hospital
And
SEIU Local 113

SUBJECT: Transfer of 113 Employees between Facilities ~
Original 1,LOU dated December 9, 1999

Local 113 and Abbott Northwestern, Phillips Eye [Institute, Mercy, Community Laundry, and
United Hospital have reached agreement related to the transfer of 113 Service employees
between facilities. This agreement recognizes the goals of increasing job opportunities for
employees, being able to manage performance issues, and consistency of transfer practices.

The following will apply related to transfers between facilities:

28.
29.

30

31.

32
33.

34.

35
36.

Pay level {i.e. step level) remains the same in the new position.

Benefit accrual rates for vacation and sick leave transfer with the employee, as do the
existing vacation and sick leave balances.

Benefits eligibility is not interrupted (e.g., wailing periods for insurance will not start
over).

Seniority freezes in the current job classification and starts over in a new classification or
in the same classification.

The employee personnel file transfers, including any existing disciplinary action.
Employees are not able to transfer to a new facility for a minimum of six (6) months from
the date of any disciplinary suspension.

Employees who transfer to a new facility arc not able to transfer to another facility for a
minimum of twelve (12) months from the date of transfer.

There is no probationary period that is in effect in transfer situations.

Employees who are offered a new position can, prior to acceptance of the position,
shadow an employee in the classification in the new department/facility in order to
determine whether they want to accept the position. An employee can be paid up to a full
shift of eight hours to participate in this job shadowing.

Signed this 9™ day of December, 1999.

Signed Signed

William MacNally Joyce Gonier

Chair, Allina Labor Policy Committee

Setvice Employees International
Union, Local 113
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LOU #113 - #2003-2
Effective {vate: December 5, 2000

Expiration Date: Kebruary282003
Revised Expiration Date: February 19, 2008

LETTER OF UNDERSTANDING
Between
ABBOTT NORTHWESTERN HOSPITAL, MERCY HOSPITAL, METROPOLITAN
LINEN SERVICES, PHILLIPS EYE INSTITUTE, AND UNITED HOSPITAL
And
SEFU Local 113

SUBJECT: EXPERIENCE CREDITS FOR SERVICE WORKERS

Background: Allina is expeniencing difficulty in retaining and recruiting employees for selected
Local 113 service worker positions. The local labor market is experiencing record low levels of
unemployment (1.79%) at the same time the hospitals have been experiencing higher patient
velumes, This has resulted in tremendous amounts of overtime, staff having to work double
shifts, and the use of temporary or outside staff. Given this combination, Allina and Local 113
have a shared interest in having a process available for granting credits for past experience for
positions that have a history of being difficult to keep staffed and positions in which cumulative
years of experience add worth to the organization. Thercfore, Allina and Local 113 through the
Allina/Local 113 System LMC jointly developed the following piocedure for applying
experience credits for Local 113 members.

Agreement Parameters:

13, A recommendation as to whether or not to offer experience credit: for a specific position
will be made on a business unit by business unit basis.

i4. Any proposal to grant experience credits first needs to be approved by the Allina/Local
113 System Labor Management Commitiee. Final approval rests with the business unit’s
Sr. Management Team.

15, If experience credits are approved for a position, they must apply for all current
employees as well as new hires.

16.  Any pay rate changes due to experience credits being granted will be effective the first
pay period after the approval of credits has been granted. No 1ctro payments will be
made.

Procedure:
13. A proposal must be prepared that inciudes the following informai ion about the position
under consideration for providing experience credits:

. Justification as to why prior experience brings added worth 10 the organization
. Number of FTE’s of open positions compared to budget
* Average time to fill in the past three years
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14.

15.

16,

L) Number of hours and cost associated with overtime, doubles, double backs, use of
agency personnel, use of other higher paid staff

* Tumover rates for the past three years

. Proposed system for granting experience credits and the financial impact of doing

so with both current employees and the filling of open but budgeted positions

The completed proposal must be submitted to the business unit Human Resources
Department. HR will review the proposal for completeness and accuracy, and then
forward it for consideration to the Allina/Local 113 System Labor Management
Committee.

If the proposal is approved by the Allina/Local 113 System LMC, the proposal will then
be forwarded to the business unit Sr. Management Team for their approval. If it is not
approved by the Allina/Local 113 System LMC, the business unit making the proposat

* will be informed of that decision and the rationale for it.

If the proposal is approved by the business unit Sr. Management Team, HR will work

with the appropriate depantment to implement the agreed upon experience credit system,

including:

. Developing a written description of the experience credit system for that position
(# of years granted for what type of experience; any maximum for # of years
granted, etc.)

. Implementing experience credits for current employees (informing them as well
as making appropriate salary adjustments)

* Adjusting information on currently pested positions so that the impact of
experience credits is reflected accurately within the postings

* Developing and implementing an evaluation system to determine if the granting

of experience credits has had the desired effect on retention and recruitment
If the proposal is not approved by the business unit’s Sr. Management Team, the HR and
Local 113 representatives making the proposal will be informed of that decision and the
rationale for it.

Term of Agreement: This agreement shall remain in place from the date below on which it was
signed, through the term of the current contract period, which is February 28" 2003. 1t wil! then

be re-evaluated as a part of the overall contract negotiations.

SIGNED SIGNED
Joyce Gonier, Local 113 , Bill MacNally, Co-chair
Allina Labor Policy Committee
1/15/01 1/9/2001
Date Date
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LETTER OF UNDERSTANDING
Itis ‘in the interest of both the Hospital and the Employee 10 maintain consis ency in work
assignments within job classifications.

When Local 113 identifies a concern over consistency in work assignments Ine issue may be
referred to the Local 113 Labor/Management Committee.

The Local LMC will develop and implement a written process for review an:| action.

By: SIGNED By: SIGNED

Chair, Allina Labor Policy Committee SEIU, Local 113
Date: Date:
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Shoes

ACTION PLANS FROM 2003 NEGOTIATIONS

United Hospital Only - The Hospital will continue the practice of supplying safety
shoes for the employees working in the maintenance department at United
hospital in the classifications of Building Mamtenance [ and II. :

The Safety Committees at each site (with participation from Local [13
employees) will review OSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury reports to
provide recommendations. lLabor and Management will meet to discuss the
recommendations.

Management agrees that union members will not be required to leave their shoes
at work.

The Safety Committees at each site (with participation from Local 113
employees) will review OSHA standards, the rules as set by the MN State
Department of Health and additional data to include accident & injury repotts to
provide recommendations. Labor and Management will meet to discuss the
recommendations.

Casual and Student - Extra Hours

A. All employees including Casuals and students, will have to follow the extra hour
article in the contract when granting extra hours.

B. When a student returns to work from school and has maintained his/her casual
status, seniority must be followed when granting hours on the schedule.

Parking

A The Employer is committed to continuing to provide a safe parking environment.
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LOU - Local SETU 113 # 2003-4
Effective Date: September 1, 2001
Ending liate: Hebriary28:2003
February 29, 2008

LETTER OF UNDERSTANDING
Between
Mercy Hospital
And
SEJU Local 113 Service Workers

Subject: Floating to other areas

Intent:  During the negotiations of 1996, the issue of floating was discussed. The following
represents the outcome of those discussions that was not included in the contact.

Participants: All Local 113 Service members within the Mercy bargaining unit.

Effective Date: September |, 200] to February 28,2003 February 29, 2003

Process:

1. Each unit will maintain a current list of their employees by job clas:ification to record the
date on which an employee floals to another unit. New emplovees will be added to the
list and floating rotations.

2. All employees will be expected to float in tum. An exception 1iay occur in order to

provide needed technical skills for patient care, as provided in Article I, section G, of the
current collective bargaining agreement.

Allina Health System SEIU Local 113
SIGNED SIGNED
Marv Dehne Lance Lindeman
Chair, Labor Policy Committee Business Representative
1/14/02 . 1/23/02
Dated Dated
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LOU - Local SETU 113 # 2003-5
Effective Date: Qctober 15, 2001

Ending Date: Febroary-28;-2003
February 29, 2008

LETTER OF UNDERSTANDING
Between
Mercy Hospital
And
SEIU Local 113 Service Workers

Subject: Patient Registration, Pre-Registration and Financial Services Area
Shift Differential and Lead Premium

This Letter of Understanding reflects an agreement reached between Local 113 and Allina/Mercy
Hospital for the Local 113 employees working in patient registration, pre-registration and
financial services area only, regarding an increase in the amount of shift differential for the night
shift and an increase in the Lead premium above that of the current coniract amount.

The agreement is as follows:

Shift differential for the night shift will be an additional $.50 above the current contract amount.
Lead premium will be an additional $1.45 above the current contract amount.

SIGNED SIGNED
Anne Hughson Lance Lindeman

Date: Date:
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LOU SEIU Local 113 #2003-6
Effective Date: January 1, 2002

Expiration Date: Febrg: ry-28-2003
February 29, 2008

LETTER OF UNDERSTANDING
Between
Mercy Hospital and SEIU Local 113

Subject: Permanent Project Worker Pay — Environmental ervices

Intent:

To recognize that a group of environmental service aides who routinely do project
work/floor care will be paid at the wall washer rate for all compensated hours,

Background Information:

History: Throughout the past year there have been discussions betweer. Local 113 and the
Hospital in regards to the duties of the Project Worker. There exists 2 difference in how the
Project Workers are paid across the Allina system. OQur interest is to stancardize in the system
how Project Work/Floor Care workers are paid. Wall Washer rate of pay, as listed in the
contract, will continue 1o be the rate of pay for the Permanent Project Worker. Permanent
Profect Workers will remain part of the Environmental Services Aide classifi-ation.

Agreement:

Current staff of the Environmental Services Department who are now performing the duties of
the Project Worker will be recognized as qualified and will be paid the highur rate of pay for all
the hours they work, effective January 1, 2002.

The position of Project Worker will provide a step/educational opportunity for the existing
Environmental Service Aides. All open Project Worker positions will be pc:sted first within the
Environmental Services Department so that Environmental Service Aide: can express their
interest. These members will be given first preference, by seniority of those who sign, before
any member from another classification. Training will be provided by the Hespital.

Members, designated as Permanent Project Workers, will receive the Wall 'Vasher rate of pay
for all compensated hours, such as: vacation, holiday, and sick hours, Pay will be retroactive to
January 1, 2002,

SIGNED SIGNED
Joyce Gonier Marvin Dehne
Signature, Union Business Agent Signature, Allina
5/7/02 5/3/02
Date Date
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LOU SEIU local 113 #2003-7
Effective Date: June 26, 2000

Expiration Date: Febraary28:2003
February 29, 2006

LETTER OF UNDERSTANDING
Between
Mercy Hospital and SEIU Local 113

Subject: Patient Registrars/Pre-Registrars Experience Credit —
Original LOU June 26, 2000 — Modified March 1, 2003

Listed below are the experience credit and the value Allina would apply in the salary offer:

s Year for year based on Admitting/registration experience in another Allina Health System
facility

» Six (6) months for every year Admitting/registration experience in another hospital (non-
Allina)

Four (4) months for every year of experience related to Medical Receptionist/registrar in a clinic

or experience in claims payment or customer service in an insurance company

SIGNED SIGNED
Anne Hughson Joyce Gonier
Mercy Hospital Locai 113
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LOU SEIU Local 113 - 2006
Effective Date: March 1, 2006
Expiration Date: 1'ebruary 29, 2008

LETTER OF UNDERSTANDING
Between
Allina Hospitals and Clinics—
Abbott Northwestern Hospital, Mercy Hospital, Phillips Eye Institute, United Hospital
And
SEIU Local 113

SUBJECT: Sick Leave Payout

It is agreed by Allina Hospitals & Clinics, on behalf of Abbott Northwest:m, Mercy and United
Hospitals and Phillips Eye Institute, and SEIU Local 113 that the employues on the attached list
will continue to receive the sick leave payout as specified in Article 6 (A) of the collective
bargaining agreement between Mercy Hospital and SEIU Local 113; and \rticle 6 (A) of the
collective bargaining agreement between Abbott Northwestern Hospital, 'hillips Eye Institute,
United Hospital and SEIU Local 113, dated March 1, 2003 through Februry 28, 2006. No other
employees will be added to this list.

All listed employees had at least 20 years of service and a sick leave balar ¢ of equal to or
greater than 500 hours as of February 28, 2006. The list of employees will be attached to this
signed Letter of Understanding and a copy of the list will be kept by the Ailina Labor Relations
Department and SEIU Local 113.

For SEIU Local 113 For Allina Hospitals and Clinics

i, /',;i

e I i 225021 /)

Jayrie Hétchler ~ 7 3éne J. Raming~ #
ﬁvtisiness Representative irector Labor Bczlati:»ns

5/ ae/ot (/7 /b
Date Date / 4
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Collective Bargaining Agreement

Between

Abbott Northwestern Hospita!
Phillips Eye Institute
United Hospital

And

SEIU Local 113, AFL-CIO/CLA”
(Licensed Practical Nurse)

Effective October 1, 2006
Through
February 29, 2008
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EMPLOYMENT AGREEMENT

This Agreement made and entered into this first day of October 2006 by and between the
undersigned Hospital, hereinafter referred to as the "Hospital” and Minnesota’s Health
Care Union, Local 113, SEIU, hereinafter referred to as the ""Union.”

1.1

1.3

2.1

ARTICLE 1: RECOGNITION

The Hospital recognizes the Union as the sole and exclusive bargaining representative for
all Licensed Practical Nurses, including permit Licensed Practical Nurses employed by
the Hospital, excluding all office clerical employees, professional employees, managerial
employees, all other emplovees covered by existing labor agreement, guards and
supervisors, as defined in the National Labor Relations Act, as amended and all other
employees, as certified by the National Labor Relations Board in Case No. 18-RC-12468.

The term "Nurse" as used herein shall mean "Licensed Practical Nurse." The term
"Licensed Practical Nurse” shall mean a person currently holding a license or permit
from, recognized by, and in good standing with the Minnesota State Board of Examiners
of Nursing as a Licensed Practical Nurse. The Hospital and Union agree that only
persons so licensed shall be recognized as Licensed Practical Nurses.

Conflicting Agreements - The Hospital agrees not 1o enter into any agreement or contract
with its Nurses, either individually or collectively, which conflicts with any of the
provisions of this Agreement.

ARTICLE 2: UNION SECURITY

The Union shall be the sole representative for those employees who work in job
classifications covered by this Agreement,

After completion of the introductory period of sixty (60) calendar days of
employment, the Collective Bargaining Agreement provides the Employee with the
following two (2} choices:

(A}  Employees may elect to become a Union member and participate fully in the
affairs of the Union by paying an initiation fee and monthly dues.

(B) Employees may choose not to become a Union member and pay a service fee
and monthly fees (an amount not to exceed monthly Union dues.)

At the time of employment, a new employee who shall be subject to this Agreement
shall be informed of this by the Empioyer and the Union.

It is the Emplovee’s responsibility and a condition of employment to ensure that
payments to the Union are made on a timely basis. The Collective Bargaining
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Agreement provides that Employees may voluntarily elect to have Union dues and
fees deducted from their checks and sent to the Union.

GOOD STANDING - All Employees covered by this Agreement who are now or
may hereafter become members of the Union shall during th. life of this Agreement,
remain members of the Union in good standing as a condition of employment. “In
good standing,” for the purpose of this Agreement, is defined to mean the payment
of a standard initiation fee and standard regular monthly du:s, uniformly required
as a condition of acquiring or retaining membership in the Union.

Employees covered by this Agreement who elect not to become Union members shall
pay to the Union a service fee in an amount equal to the standard initiation fee paid
by Employees who become Union members and a monthly service fee not to exceed
the standard monthly dues paid by Union members,

Payments required by this section shall be made only after an Employee has
completed sixty (60) calendar days of employment. The fee required by paragraph
one shalt be due and payable upon the sixty-first (61%) day of :mployment and must
be paid within ten (10) days thereafter. Monthly payments required by paragraph
two are due and payable the first (1*) day of the month following the completion of
sixty (60) calendar days of employment and shall be paid by t'ie tenth (10™) day of
each month.

Any Union member or Employee electing to pay the initiation or service fee and the

monthly dueg or monthly fees who is delinguent in making th:: payments required
herein for more than thirty (30) calendar days shall be terminated by the Employer

without any notice to the delinguent Employee. Termination :ihall occur within
three (3) calendar days after receipt of written notice from the Union to the

Employer of such delinguency.

The Union shall hold the Hospital harmless from any claims ol an employee so
terminated.

The Union will also send copies to that Hospital of the various warnings sent to the
members pursuant to its present practices so that the Hospital may take steps
designed to keep the employees in good standing.

"STATEMENT TO NEW EMPLOYEE"

There is a contract between this Hospital and the SEIi}, Local
113 covering wages, hours and working conditions. The Contract
provides that the Union is the sole representative for
nonprofessional employees of the Hospital in the classification of
work for which you are hired. The Contract also providcs that if
you efect not to become a member of the Union, you mus| pay an
enrollment fee and a monthly service fee to the Uniun. The
Hospital takes no position as to whether or not you brcome a
member of the Union.

It is your responsibility to insure that the payments te th:: Union
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&re made at the times indicated. In the event any Union member,
or employee electing to pay the enrollment and service fee, is
delinquent in making the required payments for more than thirty
(30) days, the employment of such employee will be terminated
without any notice from the Union. It is important, therefore, that
the contractual payments be made on time.

The Contract also pravides that you may voluntarily elect to have
Union fees and dues or enrollment and service fee payments
deducted from your check and sent to the Union.

DUES/FEES DEDUCTIONS - The Hospital agrees to deduct Union dues and
inittiation fees, or comparable enrollment and service fees for employees electing not
to become Union members, from the wages of employees who voluntarily provide
the Hospital with a written authorization to make such deductions. The written
autherization shall not be irrevocable for a period of more than one (1} year, or
beyond the termination date of this Agreement, whichever occurs sooner.
Deductions shall be made from the wages of employees® in the first (1st) pay period
of the month in which the payment is due. Withheld amounts will be forwarded to
the Union by the tenth (10th) day of the month following the actual withholding,
together with a record of the amount and those for whom deductions have been
made. The Union will hold the Hospital harmless from any dispute with an
employee concerning deductions made.

In the event that no wages are due the employee or that they are insufficient to cover
the required deduction, the dedoction for such month will nevertheless be made
from the first wages of adequate amount next due the employee, with the Union
notifying the Employer aud will therenpon be transmitted to the Union. Together
with the transmittal of deductions referred to above, the Hospital shall furnish the
Union with a list of the employees for whom deductions were made. The Union
agrees to refund promptly any dues found to have been improperly deducted and
transmitted to the Union. The Hospita! will work with the Union in order to process
dues and reporting of hours electronically.

EMPLOYEE LISTS — Each month, the Employer will send the Union a list with the
following information:

- New Hires: name, hire date, address, phone number, classification, rate of
pay, social security number, and number of hours worked per pay period.

@ Transferred Employees: (this applies to employees transferring within the
bargaining unit or transferring into or out of a bargaining unit position)
name, social security number, date of job transfer, position the employee is
transferring from and into, new hire information for those employees new to
the bargaining unit. '
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" Terminated Employees: (from the bargaining unit) name, termination date,
classification, and social security number.

L4 Employees on Leave of Absence: name, date leave hegins, date of return, and
social security number.

o Changes: name changes, address changes, phone numher changes, changes
in hours per pay period, change in classification, rate o’ pay, any other
changes affecting union membership or dues, and sociz | security number.

< Hourly Reports: monthly lists of all employees in the b argaining unit with
actual hours worked by pay period, along with name, social security number,
and period the hours cover.

L Seniority List: one list of all employees in the bargaining unit by seniority

with compensated hours and one list alphabetically to I+ sent two times per
year — January and July.

In January of 2007 SEIU Local 113 will be moving te a perceniage dues system,
which is based on each member’s gross pay under the Collective Bargaining
Agreement, There will continue to be minimum and maximum monthly dues. In an
effort to make the transition as smooth as possible, Local 113 ii requesting the
following data in addition to the member information provideit above:

Each Pay Period: name, social security number, gross pay per |ray period, and dues
deduction amonnt,

Annually: name, social security number, hire date, classificatic n, wage rate, gross
collective, bargaining wages, and total annual dues deducted.

Electronic Reporting — The Employer shall work with the Union in order to process dues
and reporting of hours electronically.

ARTICLE 3: MANAGEMENT RIGHTS

The management of the Hospital and the direction of the working forces shall be vested solely

and exclusively in the Hospital, except as specifically limited by the expre:s written provisions of
this Agreement. This provision shall include, but is not limited to, the righ: o determine the

quality and quantity of work performed; to determine the number of emplo ees to be employed;

to assign and delegate work; to require observance to Hospital rules, regul:.lions, retirement and

other policies; to schedule work and to determine the number of hours to b: worked; to determine
the methods and equipment to be utilized and the type of service to be provided; and to enter into
contracts for the furnishing and purchasing of supplies and services subject to the provisions of
Article 14 of this Agreement.
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4.1

ARTICLE 4: UNION STEWARDS

UNION STEWARDS - The Employer recognizes the right of the Union to elect or
select from employees who are members of the Union, Union Stewards to handle
such Union business, during their routine at the Hospital where they are employed,
as may from time-to-time be delegated to them by the Union in connection with this
collective bargaining relationship. The work may be conducted only, so long as it
does not interfere with the work assignment of the Steward or other employees, The
name of such Union Steward shall be furnished, in writing, to the Employer, and
any changes in Union Stewards-shall be reported to the Employer in writing.

(A}  Union Orientation — Two working days before each new employee
orientation session occurs a designated Union Steward will be sent via email
the most current list of Local 113 employees scheduied to attend new
employee orientation. At the time of new employee orientation the Employer
will provide the Union Stewards with the complete list of names of those
Local 113 employees attending that orientation. Up to two {2) Union
Stewards will attend new employee orientation to speak to new Local 113
members for up to ¥ hour, the actual time slot to be determined by the
orientation schedule. Additional time may be agreed upon from time to time
if mutually agreed between Heman Resources and the Union Stewards.

(B) Paid Union Steward Time—In an effort to promote the joint vision of SEIU
Local 113 and Allina Hospitals and Clinics and to preblem solve prior to
committing a complaint to written form, Union Stewards will be provided
with .2 FTE/Pay Period per 100 members. Hospitals with fewer than 100
members will be provided at .2 FTE/Pay Period. Union Stewards will receive
benefit credit for all time spent in a paid Union Steward time capacity,
including seniority hours in their classification, PTO accrual and pension
credit.

(C) Steward Office—Allina will provide an autonomous, furnished Union Steward
office at each Hospital including the following:

A desk and chair

. A computer with Allina Knowledge Network and internet access
and a printer

A work table with four (4) chairs

A bookcase

A phone line with voicemail

A file cabinet

(D) Paid Union Steward Training—Union Stewards will be paid for up to two (2)
days each per calendar year for Union sponsored training or other activities
relevant to their Union Steward duties that are also related to the business of
Allina.
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4.2

4.3

5.1

(E)  Union Steward Meetings—-The Hospitals will make every ¢ ffort to release
Union Stewards for monthly Union Steward meetings. All Union Stewards
will notify their direct sepervisors of these meetings as far in advance as
possible to facilitate coverage,

{F) Union Access--Union Representatives and Stewards shall have access at all
reasonable times to bulletin boards and to other non patient, non public
areas to be designated by the Hospital to discharge the duties as
representatives of the Union.

Following proper Hospital procedures and table reservation guidelines, the
Urnion may, net mere than one day per month, reserve a table in public
corridors for the purposes of distributing information, answering Union-
related questions, and to discharge the duties as representative of the Union.
Additional days may be agreed upon from time to time as mutually agreed to
between the Hospital and the Union. When using a table in a public area the
Union and its representatives will not cause disruption to the regular flow of
business and traffic in the area. The Union will also not engage employees on
work time. Nothing that is derogatory to the employer will be distributed and
the Union representatives will work to ensure a respectful atmosphere
surrounds the table activities.

BULLETIN BOARDS -—-Bulletin boards in the Hospital shall be made available to
the Union on each station/work area in a break room or other nor:-public area for
the purpose of posting business notices only. Union officials shall lear all bulletin
board notices through the personnel office before they are posted un the bulletin
board. The business agent for the Union or the employee designare shall have access
at all reasonable times to such bulletin boards and to such other pnn-patient
nonpublic areas to be designated by the Hospital to discharge the :mployee's duties
as representative of the Union.

UNION NEGOTIATING COMMITTEE--All employees shall conrinue to accrue
benefits while serving as a member of the Union negotiating comniittee, including
PTO time, insurance benefits, seniority and pension credits, etc.

ARTICLE 5: EDUCATIONAL DEVELOPMENT
The Hospital shall pay the Nurse tuition and required fees and books up to two thousand
dollars ($2000) per year for educational course work and classes at an accredited
institution under the following circumstance:
(A)  The Hospital must approve the proposed course or sequence of studies as having a

reasonable relation to the Nurse's professional employment or development of
secondary clinical expertise mutually agreed to by Hospital and Nurse.
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5.2
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5.5

5.6

(B)  The Nurse must sign a certificate that she/he will continue to or return to work at
the Hospital for at least two (2) years after completion of the course or sequence
of studies.

(C)  Payment shall be made upon satisfactory completion of each course for which
reimbursement has been requested. Provided, nevertheless, that the Nurse shaii
repay the Hospital any reimbursement she/he has been paid hereunder 1o the
extent that she/he does not continue to or make herself/himself available to return
to work at the Hospital for at least two (2) years after completion of the course or
sequence of stedies. Any amount due the Hospital under this Section may be
deducted from the Nurse's final paycheck,

A Nurse may use up to three hundred dollars ($300) per year of the amount provided in
this section for workshops, courses, and other types of educational programs. The nature
of the program shall be determined by agreement between the Nurse and Hospital taking
into account the Hospital’s needs and the Nurse’s interest. Nurses participating in such
program shall receive reimbursement for approved courses taken thereunder upon
satisfactory completion of the workshop, course, or educational program. Nurses so
participating shail be given preference in floating to the secondary clinical area and agree
to fioat to such area as needed.

Any education required by the Hospital subsequent to employment shall be provided
during hours compensated pursuant to the Contract Agreement and with the expense
thereof paid by the Hospital.

A Nurse shall receive one normally schaduled day off work per calendar year for
education, with no pay, but no loss of benefits for Nurses who are regularly scheduled to
work an average of forty (40) hours or more per two (2) week pay period, providing that
the Nurse gives two (2) weeks' notice and adequate staffing exists.

Educational Leave - A Licensed Practical Nurse who chooses to undertake the sequence
of studies required to qualify as a Registered Nurse or other baccalaureate prepared
health care occupation shall be granted a leave of absence under Section 22.2 of this
Agreement for the time necessary to complete such study up to a maximum of two (2)
years. Upon returning from such leave of absence as a Licensed Practical Nurse, the
Hospital will reemploy the Nurse in the next available LPN opening for which she/he is
qualified.

Skill-building/education that may be required as a result of changes in the health care
delivery system wiil be made available to affected LPNs on an as-needed basis.

ARTICLE 6: JOB DUTIES

In the event the Hospital is giving serious consideration to any substantial changes in the overali
job duties of Nurses, the Union shall be given riotice within thirty (30) days of the date that the
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Hospital decides to so consider such changes. The Union and the Hospital will meet and confer
prior to any major care delivery changes and review potential changes at :he unit level prior to
implementation.

The Union shall then be given the opportunity to negotiate the issue with the Hospital and present
its views, arguments and opinions in connection with the proposed chang s prior to any final
decision relating thereto. The negotiations shall consider whether or not «aid changes are made,
alternative means of accomplishing the result desired by the job duty cha:uges and appropniate
means to eliminate or minimize any disruptive effecis on Nurses because of such changes. No
Nurse shall be laid off as a resuit of any of the changes referred to in this Article,

ARTICLE 7: PROBATIONARY PERIOD

The first sixty (60) calendar days of employment shall be a probationary period. The
probationary period may be extended for an additional thirty {30} calendar days on the following
basis; The Hospital shall advise the Union in writing of the name or namgs of Nurses for whom
such extension is desired. The extension request must be received by the ¢ Jnion no later than the
fifiieth (50th} calendar day of the probationary period of the Nugse involvi:d. The Union may
object to such extension by giving written notice to the Hospital. If no su:h written objection is
made, the probationary period shall be extended for the additional thirty ( () calendar days. The
provisions of Article 25 and Anticle 26 shall not be applicable to any Nur: = terminated during the
probationary period. Upon satisfactory completion of the probationary period, a Nurse shall have
seniority from the commencement of employment.

ARTICLE 8: SENIORITY

8.1  Seniority for all Nurses shall be defined as the Nurse's total compensated hours with the
Hospital after the most recent date of employment. There shall be one (1) seniority list
for full-time, regularly scheduled part-time, and casual Nurses.

8.2  The Hospital shall prepare and post seniotity lists of all Nurses covered by this
Agreement specifying the seniority of each Nurse. Such list shall Le updated at least
annually and copies thereof furnished to the Union,

ARTICLE 9: JOB POSTING

9.1 The Hospital will post a notice of any position 1o be filled by a Licensed Practical Nurse
on the employee bulletin board for a period of seven (7) days prior (o filling such
position. Any Nurse currently employed by the Hospital and qualificd to fill the position
shall be granted such position upon application. In the event more than one qualified
Nurse applies for the same position, seniority shall be the determining factor, The term
“qualified" used in this Section means the ability to satisfactorily perform the duties of the
position within a reasonable period of orientation not to exceed four (4) weeks,
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9.2

10.1

10.2

If no qualified Nurse at the Hospital where the opening exists applies for the position, the
qualified bargaining unit Nurses at other Allina Hospitals covered in this agreement
{Abbott Northwestern Hospital, Phillips Eye Institute, United Hospital) who apply will, in
order of bargaining unit seniority, be given the opportunity to fill the position. The Nurse
transferring between Abbott Northwestern Hospital, Phillips Eye Institute, United
Hospital will retain all benefits including seniority.

Transferring to another Allina Hospital, covered by this agreement, shall only be aliowed
after 12 months employment at the current Hospital. No employee will be allowed to
apply for an opening between Hospitals for 18 months following a suspension.

ARTICLE 10: SALARY
Salary - Effective March 1, 2006, emplovees will receive an across the board increase of

4.0%. Effective March 1, 2007, employees will receive an across the board increase
0f4.5%. Salary rates shall be as set forth on Exhibit A attached hereto.

3/1/2006 3/1.2007
Exhibit A Increase 4% Increase 4.5%
Current Prop Prop

Steps Hourly Hourly Increase Hourly Increase
Start $15.46 $16.08 $0.62 $16.80 $0.72
After 1 Year $15.75 $16.38 $0.63 $17.12 $0.74
After 2 Years $16.10 $16.74 $0.64 $17.50 $0.75
After 3 Years $16.41 517.07 $0.66 $17.83 $0.77
After 4 Years $16.74 $17.41 $0.67 $18.19 $0.78
After 5 Years $17.12 $17.80 $0.68 $18.61 $0.80
After 6 Years $17.53 $18.23 $0.70 $19.05 $0.82
After 7 Years $17.67 $18.38 $0.711 $19.20 $0.83
After 8 Years $18.29 $19.02 $0.73 $19.88 $0.86
After 9 Years $18.77 319.52 $0.75 $20.40 $0.88
After 10 Years $19.22 519.99 $0.77 $20.89 $0.90
After 12 Years $19.80 $20.59 $0.79 $21.52 $0.93
After 15 Years $20.53 §21.35 $0.82 $22.31 $0.96
After 20 Years $21.36 §22.21 30.85 $23.21 $1.00

Charge Nurse - A Nurse will be considered, for the purposes of this Section, a "Charge
Nurse" if she/he provides the patient care on a ward, station, or unit without direct
supervision by a Registered Nurse assigned to the ward, station, or unit. A "shift of
work", for the purposes of this Section, is defined as eight (8) hours or more of a normal
workday. The Nurse defined as a "Charge Nurse" will receive forty-five cents (45¢) per
hour additional for work defined in this Section.
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10.3

10.4

10.5

Prior Experience - Upon the employment by the Hospital of a Nurse who has had prior
experience as a Nurse, either in some other Hospital or during a peri d of prior
employment in the Hospital, the Hospital will review and evaluate thie experience and
qualifications of such Nurse and assign such credit as the Hospital di:ems reasonable to
the previous experience of the Nurse. For the purpose of classificati n of the Nurse under
Section 10.1 of this Agreement relating to salary, this credit will be onsidered as the
equivalent of employment in the Hospital.

Weekend Premium - A Nurse shall receive premium pay at the rate ¢  fifty cents (50¢)
per hour for each hour worked during a peried of six (6) consecutive shifls commencing
with the Hospital's regular Saturday day shift.

Weekend Bonus - Full-time and regularly scheduled part-time Nurse: whe work more
weekend shifts than those for which they are regularly scheduled sha'l be paid an
additional fifty dollars ($50) for each full extra shift worked. Shifts f less than eight
hours shall receive a prorated bonus. The provisions of this Section shall apply to all
shifts worked between 3:00 p.m. Friday and 7:00 a.m. Menday. The weekend bonus shall
not be paid if additional shifts are worked as a result of Nurses voluntarily exchanging
hours.

Longevity increments for full-time Nurses shall be based on years of :ervice. Increments

for all part-time Nurses shall be based on one (1) year's credit for zac 2,080 compensated
hours.

ARTICLE 11: SHIFT DIFFERENTIAL

Nurses working the evening or night shift shall be paid one dollar per hour. 3hift differential
shall be paid for the entire shift for any shift where the majority of the hours 'worked occurs afier
3:00 pm.

A slrz{ighl evening and straight night differential of one dollar and twenty cenis ($1.20) per hour
shall apply to Nurse’s working permanent evenings or permanecnt nights.

12.1

ARTICLE 12: HOURS OF WORK AND OVERTIMI;

Basic Work Period - The basic work period shall be eighty (80} hours 1o be worked
during a period of two (2) weeks (fourteen {14) consecutive days). TI.= regular workday
will be eight (8) hours. A Nurse required to work in excess of eighty '80) hours during
said two-(2) week period or in excess of eight (8) hours in any workd: .y shall be paid at
one and one-half (1 1/2) times the Nurse's regular rate of pay for all ex cess time so
worked. The preceding sentence notwithstanding, a Nurse required to work in excess of
eight (8) consecutive hours will be paid at the rate of one and one-half (1 1/2) times the
regular rate of pay for the first four (4) hours of such overtime and will be paid double
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12.2

12.3

12.4

12.5

time {2) for all overtime in excess of twelve {12) consecutive hours. Overtime payments
shall not be duplicated. PTO shall be considered as hours of work for overtime
purposes, except for supplemental PTO used on a holiday.

General Scheduling Pattemns - The general pattem of scheduling will be as follows:

{A)  Nurses will have two (2) consecutive days off and alternate weekends (Saturday
and Sunday) off. If necessary to aliow for flexibility in scheduling,
nonconsecutive days off duning weekdays, (Monday through Friday) may be
utilized. The scheduled workweek need not correspond to the calendar week and
the pattem of scheduling may be such that more or fewer than five (5) days of
work are scheduled in one (1) week provided that not more than ten (10) days of
work are normally* scheduled in any two (2) workweeks.

(B) Nurses normally* shall not be required to work more than two (2) shifts (days and
reliefs or days and nights) on a permanent basis.

(C)  Normally* there shall be at least twelve (12) hours between assigned shifts (days,
relief or nights) except on days prior to scheduled days off.

(D)  Nurses working a schedule of rotating shifts normally* shall not be scheduled to
work the relief shift prior to a scheduled weekend off. No Nurse shall be
scheduled to work the night shift immediately preceding a weekend off.

(E) Nurses shall not be scheduled to work more than seven (7) consecutive days
without the Nurse’s consent.

(F)  Nurses working a schedule of permanent reliefs or permanent nights will receive
shift differential while on PTO.

*Exceptions to the general pattern of scheduling may be made by agreement between the
Hospital and the Nurse concerned or in cases of emergency or unavoidable situations
where the application of the general pattern would have the effect of depriving patients
of needed nursing service.

Split Shifts - The Hospital agrees that there will be no split shifis unless it is mutually
agreeable to both the Nurse and the Hospital.

Posting of Schedules - The time schedule shall be posted fourteen (14) calendar days in
advance of the Nurses' work schedule. Changes in posted, block or weekend schedules
will not be made without notification to the Nurse(s) affected. Notice shall be given
within a reasonable time, and in person or by phone to the Nurse(s).

Staffing Policies - Local 113 Business Representatives will receive "draft" staffing
policies affecting LPNs prior to implementation.
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12.7

12.8

12.9

12.10

12.11

1212

Pay Guarantee - If a Nurse reports for work on her/his regular shifi and is sent home for
lack of work or if a Nurse is asked to report and is then sent home, the Nurse shall
receive a minimum of four (4) hours' pay.

Break Periods - Nurses shall receive a paid fifteen (15) minute break during each four
{(4)hour period of work.

Unscheduled Shifits - A Nurse who is called to work an unscheduled shift and who is
called no later than one-half {1/2) hour after the commencement of that shift shail be paid
for the entire shift if she/he arrives within a reasonable period of tinhe after being called.

Intermittent Hours - Additional intermittent hours shall be first offcred to regularly
scheduled part-time Nurses who have advised the Hospital that the ¢ are interested in
working additional hours before being assigned to casual Nurses.

Double Shift Pay - Nurses working a double shift shall receive pay for sixteen (16) hours
at the applicable ratc.

Each Nurse wha is intercsted in working in an area of secondary cl nical experience shall
notify the staffing office. Based on its staffing needs and cost implications, the Hospital
will consider orientation of the Nurse te that secondary area.

Flexible Schedules - The Hospital and an individual Nurse may agr:¢ upon a pattern of
work schedules providing for work in excess of eight (8) hours per :lay. Work schedules
established pursuant to the provisions of this Section shall be subjet to the following
conditions:

(A) A Nurse shall have an opportunity to review the altemate w..rk schedule or
schedules being considered prior to volunteening for flexibl: work schedules. The
Nurse may limit agreement to specific types of flexible schedules. The Hospital
shall retain written documentation that a Nurse has agreed to a flexible work
schedule and of the type of flexible schedule to which the Nurse has agreed. A
Nurse electing to work schedules under this Section may revoke such election by
giving the Hospital written notice six {6) weeks or a period «f time equal to the
length of time normally covered by the Hospital's posted sctxdule of work hours,
whichever is less.

(B)  The basic work period shall be forty (40) hours per week. A Nurse shall be paid
time and one-half (1 1/2) for work in excess of forty (40) ho irs per week rather
than the overtime provisions set forth in this Section 12.2. Further, even though
the total hours worked during a week may not exceed forty (40), a Nurse working
in excess of her or his scheduled workday shall be paid ai th: rate of time and one-
half {1 1/2) for all excess time so worked, except that hours 11 excess of twelve
{12) consecutive hours in a workday be paid at the rate of double (2) time.
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12.13

(C)  Shift differential shall be paid for the entire shift for any shift where the majority
of the hours worked occurs after 3:00 p.m.

(D)  PTO shall be used to cover all time away from work (planned or unplanned).
PTO will be paid for the total scheduled hours of the shift and shall be
deducted from accumulated PTQ leave at the same rate.

Alternative Weekend Schedules - The Hospital may establish flexible scheduling plans
providing work schedules of only two (2) twelve (12) hour shifts every weekend, A Nurse
may agree to work additional shifts; but such agreement shall not be a condition of being
accepted for available Alternative Weekend Schedules. Plans established under this
Section shall be subject to the following conditions:

(A)  Alternative Weekend Schedules developed under this program shall be within a
forty-eight (48) consecutive hours period between 7:00 p.m. Friday and 7:00 a.m,
Monday.

{B) A Nurse electing this program will be scheduled to work two (2) twelve (12} hour
shifts on consecutive days during the forty-eight (48) hour period on every
weekend. The Nurse will receive thirty-six (36} hours of pay at the Nurse's
regular rate of pay for this twenty-four (24) hours of work.

(C) A Nurse working two (2) twelve (12) hour weekend shifts on an Altemative
Weekend Schedule shall be credited with thirty-six (36) hours per weekend
{seventy-two (72) hours per payroll period) toward accumulation of all
contractually provided benefits, including pension and seniority. A Nurse will
receive one (1) hour of credit toward benefits for each additional hour the Nurse
agrees to work.

(D)  If a Nurse agrees 10 take a voluntary low need day for a portion of her or his
scheduled twelve (12} hour weekend shift, the Nurse will receive one and one-half
(1 1/2) hours of pay for each hour worked on the panial shift and in accordance
with Section 16.1, will be given one and one-half (1 1/2) hours credit toward
benefits for all hours lost.

(E) PTO shall be paid and deducted from the Nurse’s accumulated PTO at the
same rate it was accrued. A Nurse will, therefore, receive eighteen (18) hours of
pay for each twelve (12) hour weekend shift taken as PTO.

(F) A Nurse electing an Altermative Weekend Schedule may be scheduled to work on
each holiday falling on a weekend.

(G)  Section 10.5 relating to the Weekend Bonus and Section 10.4 relating to the
Weekend Premium, and Article 11 relating to Shift Differential, shall not apply to
the two (2) twelve (12) hour shifts for which a Nurse is normally scheduled; but
will apply to any additional weekend shifls a Nurse agrees to work.
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(H)

(0

n

(K)

The basic work week for Nurses on the Alternative Weekend I'rogram shall be
forty (40) hours per week. A Nurse shall be paid ime and ane-half (1 §/2) for all
hours worked in excess of forty (40) hours per week. A Nurse working in excess
of her or his scheduled work day shall be paid time and one-half (1 1/2) for all
excess hours so worked except that hours in excess of twelve (.2} consecutive
hours in a work day shall be paid at the rate of double (2) time.

Nurses on the Alternative Weekend Program may elect perrnar2nt assignment to
the night shift. The remaining night shifts shall be shared propurtionately by
Nurses electing to work twelve (12) hour shifts on weekends uider this Program
ot other schedules including twelve (12) hour shifis on a weekend developed in
accordance with Section 12.13.

A Nurse may revoke her or his consent to an alternative wecke 1d schedule
pursuant to this program by giving written notice in accordance with Section
12.12. The Nurse shall be entitled to return to an open available position for
which the Nurse is qualified and which has an equal number of hours per payroll
period as the Nurse had priot to electing the Alternative Weekend Program. The
Hospital shalil likewise give the Nurse notice of equal tength in the event the
Alternative Weekend Program was discontinued.

A Nurse participating in this Alternative Weekend Program mav, with Hospital
approval, trade hours with a Nurse who is not on an Alternative Weekend
Schedule. Each Nurse involved in the trade will be paid at that Nurse's regular
rate of pay excluding the Alternative Weekend Schedule Premi :m and in
accordance with that Nurse's standard for overtime eligibility. .\ Nurse on an
Alternative Weekend Schedule who trades hours with another IMurse who is
scheduled to work a twelve (12) hour shift between 7:00 p.m. Friday and 7:00
a.m. Monday shall continue to receive pay as set forth in this S¢ ztion. A Nurse
who agrees to work a scheduled shift for a Nurse on an Alternat: ve Weekend
Schedule shall be paid at the rate of pay the Nurse would otherv.ise receive for
weekend work.

Floating - Nurses who are working extra shifts above their FTE status v.ill be required to
float before the regularly scheduled Nurse on the unit.

A Nurse with a work agreement of .5 or above with 20 or more con iecutive years of
service with the Hospital and a nurse with a work agreement below .5 who has
accumulated 41,600 hours of seniority will not float unless there is no other eligible,
qualified Nurse available to float. However, if the eligible, qualifie¢ Nurses available to
float are those referenced above, they would be given the option to voluntarily float. If
there are no volunteers, the Nurse with the lowest seniority hours is required to float.

The LPN shall not be floated off the unit solely to be replaced by an RN unless the
grid/skill mix or patient care needs require the floating of the LPN. The preceding sentence
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shall not interfere with the practice on units that have a floating rotation between RN’s and
LPN’s.

12.15 Where ever possible, managers should look at opportunities to reduce weekend
schedules for Nurses with work agreements of .5 or above with 20 or more
consecutive years of service with the Hospital, and Nurses with work agreements
below .5 who have accumulated 41,600 hours of seniority with the hospital.

ARTICLE 13: ON-CALL

13.1  On Call Payment - Payment for on-call hours for Nurses not required 1o be on Hospital
premises shall be four dollars and fifty cents ($4.50) per hour. A Nurse who 1s called to
work while on-call off premises shall be paid not less than four (4) hours pay at the
applicable rate of pay. On-call hours shall not be considered hours worked, and no
overtime payment shall be made for such on-call time.

13.2  On-Call On Premises - Payment for on-call hours, when the Nurse is required to remain
on premises, shall be the minimum rate of pay set forth in the Federal Fair Labor
Standards Act. If on-call hours occur after the Nurse has completed eight (8) hours of
work in a day, overtime for the on-call period shall be based on one and one-half (1 1/2)
times the on-call rate. On-call hours which occur on days off shall be treated as overtime
hours to the extent that all of the hours worked during the applicable pay period
{including the on-call time) exceeds eighty (80). Payment for on-call hours as provided in
the preceding sentence shall be based on one and one-haif times {1 1/2) the on-call rate
repardless of whether said on-call hours fall during or at the end of the two (2) week pay
period. Hours actualiy worked during a period of on-call duty shall be paid for at straight
time or overtime rates of pay, whichever is applicable. A Nurse who is required to remain
on premises on-call shall be paid not less than four (4) hours pay at the applicable rate of
pay.

ARTICLE 14: SHIFT OF CHOICE

Nurses with length of employment in the Hospital of ten (10) or more years, as defined in Section
8.1, shall be afforded the opportunity to work a permanent shift of the Nurse's choice subject to
the following conditions:

(A)  The offering of permanent shifis shall be objectively determined on a unit basis
and shall not adversely affect the need to provide proper staffing and experience
levels on all shifts,

(B) If not all ten (10) year Nurses can be offered a permanent shift on a unit, such

offering shall be made first to full-time Nurses on the basis of length of
employment in the Hospital as defined in Section 8.1. The opportunity to elect a
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permanent shift of the Nurse's choice shall thereafter be nffered to eligible part-
time Nurses on the basis of length of employment.

(C)  To the extent that permanent day shifts are selected on a :nit, it is understood and
agreed that the balance of the staff on such units may be required to work
additional relief and night shifis occasioned by the establ:shment of permanent
day shifts.

(D)  Eligible Nurses who cannot be offered a permanent shift . their present unit shall
be given reasonable opportunity to transfer to other units where vacancies exist
and where permanent shifis may be established, provided that such Nurses are
presently qualified, with station orientation, to perform the duties of the vacant
position in the other unit.

ARTICLE 15: TEMPORARY NURSES

The Hospital agrees that it will be its policy to utilize its own staff for anv regular staffing rather
than temporary Nurse personnel from the outside sources. Temporary N-irses will be used only
as a supplement to and not in lieu of regular nursing staff. The schedulir 2 of temporary Nurses
will be limited to those situations where the regular staff Nurses are not :.vailable for assignment
and no other means of providing nursing staff are available within a reascnable time.

Temporary Nurses shall not be given unit or shift assignment preference over regular staff except
where no other reasonable alternative is available to provide needed nurs:ng coverage.

The use of temporary Nurses and on-call Nurses will be recognized by t e parties as a legitimate
subject for discussion and/or study through the already established labor-management meeting
process between the parties set forth in Section 28.1 of this Agreement.

ARTICLE 16: VOLUNTARY & MANDATORY LOW NEED DAYS

16.1 Voluntary/Mandatory Low Need Days - In the event the Employer determines a need to
reduce the number of Nurses scheduled on a particular unit and/or shift because of
changes in staffing needs, the following procedure will be utilized:

{A)  Voluntary low need days will be requested from Nurses on the affected unit and/or
shift in accordance with grid/skill mix established for that .nit and/or shift by the
Employer. Each staffing office shall maintain a list of thos:: Nurses who have
requested that they be given voluntary low need days.

(B)  Ifthe needed reduction is not accomplished by (A) above, ilurses will be required
to take low nieed days on the basis of seniority within the w-it on the scheduled
shift, provided the more senior Nurses are qualified and properly oriented to
perform the available work. A senior Nurse being reduced 2 full shift under this
paragraph will be given the opportunity, to the extent pract-zable, to replace a less
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16.2

16.3

16.4

16.5

17.1

senior Nurse on the same shift provided the more senior Nurse is qualified and
properly oriented to perform the available work. Overtime, bonus, and casual
shifts shall be cancelled first, regardless of seniority.

(C) A Nurse required to take a low need day will be given at least two (2) hours

advance notice.

All eligible Nurses shall continue to accrue the following benefits when requested to take
voluntary or mandatory low need days.

. PTO

. Dental Insurance
. Health Insurance
. Life Insurance

. Salary Increments
. Seniority

. Pension

A Nurse responding to an Employer's request to take a low need day may exercise her/his
right to use PTO,

In the event a4 Nurse's hours are involuntanly reduced by more than twelve (12) shifts
within six (6) consecutive pay periods, the Hospital will review the staffing needs in the
Nurse's department and determine if layoffs are appropriate. Prior to layoffs, in an effort
to keep the Nurse whole, the Hospital and Union will meet to explore the option of
making work available to the Nurse at other Hospitals covered by this agreement. If this
is determined 1o be workable, a process will be developed to identify those available
opportunities/hours.

If placed on-call instead of taking a voluntary or mandatory low need day, Nurses shall
continue to accrue the benefits set forth in 16.2. However, this provision shall have no
impact on the treatment of on-call for purposes of Article 13.

Nurses who have been assigned a mandatory low need day have the responsibility of
informing management that they would be willing to work additional shifts that would
not require the payment of overtime in the pay period when cancellation occurs. Nurses
who have been assigned mandatory low need days will be given the first opportunity to
pick up extra hours.

ARTICLE 17: LAYOFF
In the event of a reduction in the number of full-time or regular part-time Nurses, layoff

shall be made in the reverse order of seniority. Provided, however, a Nurse may be
retained out of the sequence described in the preceding sentence if Nurses with greater
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i7.2

17.3

18.1

seniority do not have the ability to perform the duties of the Nurse ¢i- Nurses to be laid off
within a reasonable period of orientation not to exceed four (4) wee'rs, Nurses shall be
recalled from layoff in the reverse order of layoff. Nurses on a Jayo ‘f status shall have
preference over casual Nurses for any available additional work hours. Nurses shall be
given a two (2) week notice in advance of any layoff.

Prior to using the layoff procedure described in this Section, the Hos.pital shall first seek
volunteers to accomplish the necessary reductions. The Hospital will also advise the
Union in advance of any layoff and upon request of the Union, the purties shall meet to
discuss the implementation or the effect of any actual or proposed layoff.

If any member of the bargaining unit is laid off from Abbott Northw:stern Hospital,
Phillips Eye Institute, or United Hospital as a result of a corporate merger, consolidation
ot reorganization of services, such Nurse shall be offered employme:nt within the
bargaining unit where there are openings that are considered a “matcii” to the Nurse’s
current position. For a one-year period, the Nurse retains recall righs s to openings for
which the Nurse is reasonably qualified. For these purposes, a “matuh” is determined to
be the same FTE, not the same shift or unit. The term "reasonably g .alified” means the
ability to perform the duties of a position within a reasonable period »f employer-
sponsored orientation and education not to exceed four {(4) weeks. Such orientation and
education shall be at no cost to the Nurse. Any offer for employmen: during the recall
period shall be treated for all purposes including length of employme ot as a transfer within
the same Hospital and not re-emplioyment.

{A)  Inthe first instance, offers for employment shali be made by .\bbott Northwestern,
Phillips Eye Institute, and United Hospitals. Any offer for employment under this
Paragraph (A} during aforesaid seniority period shall be treated for all purposes,
including length of employment, as a transfer within the same Hospital and not a
re-employment.

(B)  If there are no available openings in the first instance as described in the aforesaid
paragraphs, the Nurse concurrently will also be offered emplcyment in the
bargaining unit at any other Contracting Hospital which has openings for which
the Nurse is reasonably qualified during aforesaid seniority pe dod. Employment
of a Nurse under the provisicns of this Paragraph (B) shall be with full credit for
all length of service credited at the forrner Hospital emplover lor purposes of
salary and PTO eligibility.

(C)  The provisions of this Section shall in no way limit, circumscribe or reduce rights
of an affected Nurse under the other sections of this Contract .\greement.

ARTICLE 18: PAID TIME OFF “PTO”

PTO provides employees with choice and flexibility to balance their lives between work
and bome by consolidating an employee’s vacation time, holiday : nd sick leave into a
single account of paid leave.

{A)}  Eligibility and Effective Date
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(B)

To be eligible for Paid-Time Off, an employee must be classified as a .5 FTE
work agreement or greater (e.g. 20 hours or more per week). PTO shall be used
in (fifteen) 15 minute increments and must be accurately reported.

If an employee’s work agreement or FTE changes such that the employee
loses eligibility and later regains eligibility, the employee’s initial eligibility
date will remain the same for purposes of determining length of service. If
the employee terminates employment with Allina and is rehired within 180
calendar days, the employee’s initial eligibility date will remain the same for
purposes of calculating length of service. If the employee is rehired after 180
calendar days, the employee’s rehire date will be used as the initial eligibility
date.

Employees will antomatically be enrolled in the PTO Program as of the later
of:

. October 1, 2006, effective date of conversion to PTO;
- The date of hire at Allina; or
. The day the eligibility requirements are satisfied through employment

within Allina.

PTO ACCRUAL SCHEDULE

Length of Service Accrual Rate/Hour Maximum Accrual
Rate/Year
0-4 years 0925 192.40
5-8 years 117 232.34
9-14 years 1309 272.27
15 years 1350 280.8¢
16 years 1380 287.00
17 years 1420 295.36
18 years 1460 303.68
19 or more years .1590 330.72

PTO accrues each pay period, to an annual maximum, based on an
employee's length of service with Allina regardless of any change of
classification or transfer between facilities. Length of service is determined
using a twelve month (12) peried and calculated based upon the employee’s
initial eligibility date or the date the employee moves into an eligible position,
if later.

An employee will not accrue PTO while on an unpaid non-FMLA leave of
absence (e.g. personal leave) or an unpaid suspension.
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If acerued PTO is available, PTO will be used to cover all time away from
work (planned or unplanned) including Family Medica! Leave Act leaves,
except as otherwise provided in Article 22.2 - Income Protection.

If an employee is absent and does not have accrued FT(! available, the time
away from work will be unpaid.

Accrued PTO will carryover from year to year, up to the maximum accrual.
No maximum accrual will apply during the 2006 calend ar year. Effective
January 1, 2007, the maximum PTO accrual shall be as follows:

" As of January 1, 2007 — 400 honrs

" As of January 1, 2008, — 360 hours

When an employee reaches this maximum PTO accrual, there will be no
further accrual of hours until the balance falls below the maximum.
However, PTO will not be lost once it has accrued. PTC* will need to be used
in order to begin to accrue PTO again. An employee wil | not receive
retroactive credit for time worked while his or her PTO balance is at or
above the maximum accrual limit.

Employees on medical leave who are receiving benefits under Income
Protection Article 22, FMLA or new child/parental leav: may elect to reserve
up to 40 hours of PTO to be available to use upon returs from leave,
Elections to reserve PTO are irrevocable. The ability to reserve PTO is not
available for employees on an approved intermittent lea ¢ of absence.

Employees moving to PTO will see the following change::

. vacation balance will move into PTQ balance,

- sick time balance will move into Frozen Sick Leave (FSL) bank,

L] when ill for more than one day, the first day will :ome out of PTO and
each consecutive day will come out of the frozen sick leave bank until
FSL is exhausted,

. for employees on an approved intermittent FML/. Leave FSL will be
used for all absences following the first day of the leave, until FSL is
exhausted.

18.2 FSL instead of PTO - Frozen Sick Leave (FSL) is available to ccrtain employees who
had sick leave balances when the PTO Program was first impleinented.

Frozen Sick Leave may be used if you are absent due to one of the following:

. Your own illness or serious health condition;
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. _To care for your child under the age of 18 (or under the age of 20 if the child has
not graduated from secondary school) with an illness or serious health
condition;

. To care for your child age 18 or older who is incapable of self care due to a
mental or physical disability and who has a serious health condition;

. To care for your spouse/domestic partner or parent who has a serious health
condition;

. The birth of your child, including care for such newborn; and

. The adoption or placement for adoption or foster care of a minor child.

The term serious health conditior as referred to throughout this Article shall be defined
pursuant to the provisions of the Family Medical Leave Act, as amended from time to
time. Note: It is not a requirement of the PTO program that employees must have a
serious health condition in order to access frozen sick leave. However, il you have an
FSL balance, your use of FSL is subject to the following rules:

L] Except as otherwise indicated, you must use PTO for the first full or partial day
of absence due to one of the causes listed, unless you do not have PTO available,
in which case you must take such time unpaid.

. If you return to work after an illness or injury and you are absent again within
fourteen (14) consecutive calendar days due to the same illness or injury, you
may use your FSL balance immediately without using a full or partial day of
PTO.

. If you are unable to work due to a disability as determined under terms of the
Income Protection Program (as referenced in Article 22.2 Income Protection ,
you must use your FSL, until exhausted, beyond the first day of the absence.

. Benefits under the Income Protection Program will automatically be
supplemented with your available FSL up to 100% of pay at the time of your
disability.

. PTO or FSL will not be granted for absences from work on the day

immediately preceding or following a holiday, a weekend or day(s) off when
the Nurse is not scheduled to work, unless satisfactory evidence of such
illness is presented to Hospital. General requirements of a certificate from a
physician or licensed health care provider affiliated with an HMO for proof
of sickness shall not be made. Individual Nurses may be required to furnish
certificates, provided that such Nurse is given advance notice that the
certificate will be required. A Nurse shall not be required to explain an
illness at the time the sick call-in is made. Such explanation may be required
at a later time based on review of a pattern of sick leave use.

18.3 PTO REQUEST PERIOD/GRANTING OF PTO -

An employee’s manager must approve all requests for PTO. An employee may use
PTO as soon as it is accrued.
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An employee may not use PTO in excess of bis or her normally : cheduled hours (i.e.
FTE status), except if the manager requires additional work hours to meet business
needs.

With at least two (2) weeks notice to the HR Service Center, ap eniployee may request
prepayment of PTO prior to taking time off.

This paragraph does not api)ly to holiday scheduling.

Employees shall have the right to make PTO requests with less thun fourteen (14)
days notice with the understanding that all requests for time off s:all be granted
subject to staffing needs. PTO may be scheduled throughout the yar subject to
staffing needs. Nurses should submit their PTO requests at least + ixty (60) days in
advance. Nurses submitting such a request shali be notified of the approval of PTO
at least forty-five (45) days in advance. Nurses may submit PTO rzquests less than
sixty (60) days in advance and these requests shall be respended to within ten (10)
days. Approved PTO shall not be rescheduled by the Hospital except by mutual
agreement of the Hospital and the individual Nurse. When more than one timely
request for the same PTO period is made, seniority shall prevail ip case of conflict,

PTO AND HOLIDAYS
(A)  Recognized holidays include:

New Year's Day Labor Day

Good Friday or Easter Thanksgiving Day
Memorial Day Christmas Day
Fourth of July Nurse’s Birthday

Christmas and New Years. Christmas Day shall be deemed to extend over a forty {40)
hour period from 7:00 &.m. on December 24 through 11:00 p.m. on I'ecember 25.
New Year's Day shall be deemed to extend over a thirty-two (32) hour period from 3:00
p.m. on December 31 through 11:00 p.m. on January 1. Employees sha'l receive time
and one-half for all hours worked during this time and have the option »f taking PTO
for all hours worked over this holiday period. Back to back shifts shall be deemed to
be one (1) shift for purposes of this Section.

Nurses must choose one of the following:

1. Full-time Nurses (Nurses with a 1.0 FTE work agreement)

Fuli-time nurses scheduled to work a holiday shall ele.:t one of the
following options:

a. Waork 80 hours in the pay period, (including the holiday) and
take PTO as premium pay on the holiday to receive double
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pay — at straight time. The premium pay will be entered into
the system as “worked holiday®, or

b. Work 80 hours in the pay period (including the holiday) and
save PTO to be used in a differeat pay period.

Full-time employees who do not wish to work a holiday shall elect one
of the following options:

a. Work 72 hours and use PTO to equal 80 hours,
. Work 80 hours without using PTO during the pay period, or
(5 Work 72 hours without using PTO. (Note: This option will
impact an employees accruals as he/she will earn aceruals on
72 hours rather than 80 hours.)

Part-time Nurses (Nurses with a work agreement of .5 -.99 FTE)

Nurses scheduled to work a holiday shall elect one of the following
options:

a. Work their FTE, and take PTO as premium pay on the holiday

to receive double pay at straight time, not resulting in overtime.

b. ‘Work their FTE, and not take PTO.

Part-time Nurses who are not scheduled to work a holiday shall elect
one of the following options:

If the holiday would normally be a scheduled day off:
a. The employee can work their full FTE and add PTO on the
holiday — not resulting in overtime, or

b. The employee can work his/her full FTE without using PTO.

If the holiday would normally be a scheduled day to work:

a. The employee can use PTO on the holiday to arrive at their
FTE status, or
b, The employee can take the holiday off without pay and work

under their FTE status. ((Note: This option will impact the
employee’s accruals.)

Nurses with work agreements less than .5 FTE.

A part-time Nurse, (with a work agreement less than .5 FTE), regardless of the
number of hours worked per pay period, shall be paid time and one-half (1-1/2)
for all hours worked on Christmas Day and/or New Year's Day and shall receive
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(D}

(E)

eight (8) hours of holiday pay for one (1) scheduled shift di:ring this forty (40)
hour period. If a Nurse works more than eight (8) hours in one (1) shift during
this forty (40) hour period, the Nurse shall receive one (1) hour of holiday pay for
each hour in excess of eight (8) hours. If a Nurse works more than one (1) shift
during the forty (40) hour period, the first shift shall be the 2ne for which holiday
pay is received. Back-to-back shifts shall be deemed to be cne (1) shift for
purposes of this Section.

Any part-time Nurse working on any of the other specified tolidays shall be paid
at the rate of double time the Nurse's regular rate of pay for ull hours worked on
the holiday. '

Except in cases of emergency or unavoidable situations whe'e it would have the
effect of depriving patients of care, Nurses shall not be requited to work more than
four (4) of the eight (8) specified holidays in this Agreemen: in any calendar year.
A Nurse whose shift is cancelled on a holiday shail have that holiday counted as
one of the four (4) holidays the Nurse may be required to wo:k. While
maintaiming current FTE status, a Nurse who chooses to find a replacement with a
qualified Nurse for the scheduled holiday shift shall have tha: day counted as one
of the four (4) helidays the Nurse may be required to work. ~"he Nurse who
worked as a result of the agreement will not have the holiday :ounted as one of the
possible four (4) of eight (8) holidays.

To the extent feasible and consistent with proper staffing, Nu:ses who are
scheduled to work on the Christmas and/or Thanksgiving holidays shall have that
heliday off in the succeeding year at the Nurse's option. Holi''ay schedules shall
take precedence over weekend schedules.

Except in cases of emergency or unavoidable situations where it would have the
effect of depriving patients of care, a Nurse with a work agrezment of .5 or
above who has 20 or more consecutive years of service wit: the Hospital shal
not be required to work on the holidays specified in Section 4.1 of this
Agreement. A Nurse with a work agreement below .5 who has 41,600 senjority
hours of service shall not be required to work on the holidays specified in
Section 18.1 of this Agreement.

Prior to 9/30/99 eligibility for this was described as full-time Murse who has 20 or
more consecutive years of service with the Hospital. Any Nurie who qualified
under that standard will continue to be qualified as long as the iNurse remains full-
time. :

Department Closure. If an employee’s department is closei! due to an Allina

Recognized Holiday, the employee does not have to use FT(), and can work
under his’/her work agreement.
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185  PTO CASH OPTION

Each calendar year during annual Open Enrollment, Employees with a PTO
balance of one hundred and sixty (160) hours or more as of the last payroll period
on or before November 1 of such year an Employee may elect the PTO Cash
Option. The employee will receive a notification and election form from the HR
Service Center indicating you are eligible for the PTO Cash Option.

The PTO Cash Option allows an Employee to request up to forty (40) hours of PTO
that would be accrued in the following year be distributed to the Employee rather
than accrued as PTO. Only PTO hours accrued in the following calendar year are
eligible for the PTO Cash Option. The PTO Cash Option election must be received
by the HR Service Center during open enrollment or no later than December 31, An
election to participate in the PTO Cash Option in the néxt calendar year and the
payment option designation are irrevocable once made.

In no event will the PTO Cash Option distribute an amount in excess of the PTO
actually accrued during the year in which such distribution is to be made. PTO
accrued during prior years shall not be available for distribution under the PTQ
Cash Option. The PTO Cash Option shall be paid at the Employee’s standard
hourly rate at the titne of payment and shall not be considered or paid at overtime
rates. : -

All elections to participate in the PTO Cash Option must indicate the number of
hours to be distributed up to the maximum of forty (40) hours. An Employee who

- fails to provide this required information by the stated deadlines shall not
participate in the PTO Cash Option in the following vear.

If at any time prior to s scheduled payment under the Cash Option an Employee’s
FTE is reduced below .5, the Employee will no longer be a eligible to participate in
the Cash Option and all future scheduled payments will cease. Termination of
participation in the Cash Option will not change or otherwise impact an employee’s
elections under the medical program, flexible benefit program or 403(b) Savings
Plan.

The following payment options are available:

{A) Lump Sum Cash Payment - An Employee may elect to receive all or & portion
of the PTO Cash Option in a single lump sum cash payment. An Employee
must designate the number of hours to be distributed in this form at the time
the PTO Cash Option is elected. Such payment shall be paid as of the first
payroll pericd on or after April 1 of the payment year. If an Employee fails
to elect a payment option, the Employee will be deemed to have elected the
Lump Sum Cash Payment option.

(B)  Contribution to the Allina Pre-Tax Premium Payment Program - An
Employee may elect to contribute all or 2 portion of the PTO Cash Option to
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(D)

the Premium Payment Program in order to offset employee’s portion of the
cost of Allina sponsored group medical coverage elected by the Employee. An
Employee must designate the number of hours to be cuntributed to the Pre-
Tax Premium Payment Program at the time the PTO (Zash Option is elected.
Such contribution will then be distributed on a pro rata basis each payroll
period to the extent such amount does not exceed the FTO accrued during
the pay period. In the event insufficient PTO has accrued during the pay
period, a PTO Cash Option distribution will not be maide and will be paid in
subsequent pay period in which sufficient PTO has 2ccrued. This payment
option will be administered in compliance with the prc visions of Section 125
of the Internal Revenne Code and all applicable regul: tions.

Contribution to the Allina Flexible Benefit Program. - An Employee may
elect to have all or a portion of the PTO Cash Option contributed to the
Flexible Benefit Program. Such amount may be used to fund the amount the
Employee elects to contribute to the Health Care Reimbursement Account
and/or the Dependent Care Reimbursement Account. This payment option is
a funding mechanism only. The Employee must also purticipate in the
Flexible Benefit Program pursuant to the enroliment r:quirements applicable
to that Program. Electing this payment option does no! increase, decrease or
replace the Employee’s elections under the Flexible Bexefit Program.

An Employee must designate the number of hours to b contributed to the
Account(s) under the Flexible Benefit Program at the t'me the PTO Cash
Option is elected. If an Employee elects to fund the Fiexible Benefit
Program with all or a portion of the PTO Cash Option. such amount will be
deposited in the Account(s) designated by the Employe: as soon as
administratively feasible following April 1. An employ:e’s remaining future
contributions will be adjusted to account for this contribution. If the PTO
Cash Option distribution amount designated under thi: payment option
exceeds the amount elected under the Flexible Benefit F'rogram, such excess
shall be paid in a single lamp sum cash payment to the Zmployee. This
option will be administered in compliance with the proisions of Sectlon 125
of the Internal Revenue Code and all applicable regula-ions.

Contribution to the Allina 403(b) Savings Plan. - An Erployee may elect to
contribute all or a portion of the PTO Cash Option to the 403(b) Savings
Plan. An Employee must designate the number of hours to be contributed to
the Savings Plan at the time the PTO Cash Option is elected. If an Employee
elects to contribute any portion of the PTO Cash Optic:, such amount will be
deposited as soon as administratively feasible following April 1 to the extent
such amount is not an excess contribution (in which cas: such excess amount
will be paid in a single lump sum cash payment to the Employee). This
payment option will be administered in compliance with the provisicns of
Section 403(b) of the Internal Revenue Code and all apy:licable regulations.
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18.6

18.7

18.8

WHEN ELIGIBILITY FOR FTO ENDS

An Employee will no longer be eligible for PTO when:

. The Employee terminates employment with Allina.

L] The Employee dies.

. The Employee no longer satisfied the eligibility requirements in paragraph A
in this section.

. The Employee begins a non-FMLA leave of absence.

If eligibility ends due to death or termination of employment, unused accrued PTO
will be paid to the Employee in his/her final paycheck.

If an Employee’s regularly scheduled hours are changed to less than 20 hours per
week (less than .5 FTE), PTO accruals will cease. An employee’s PTO will not be
paid out. The Employee may continue to use accrued PTO until it is exhausted.

CASHING OUT PTO DURING EMPLOYMENT - With the exception of the PTO
Cash Options during open enroliment, an employee’s unused PTO will not be paid
at any time prior to termination of employment, unless one of the following criteria
is met:

. Re-classified as Casual - If an employee is reclassified under his/her work
agreement as a casual employee (0.0 FTE), his/her PTO will be paid out
automatically. If the employee is later reclassified as a full time or part time
employee, he/she will not have the opportunity to reinstate his’her PTO by
repaying the cashed-cut amount.

. Extreme Hardship - Accrued PTO may be paid out in the limited case of an
extreme hardship. An extreme hardship is a financial hardship due to a
serious, isolated and unexpected event that will have severe financial impact
on the employee and cannot be met by any other source of income or savings
(e.g. house fire, catastrophic illness, natural disaster), and does not include
circumstances resulting from poor planning or foreseeable consequences of
personal actions. Request for extreme hardship PTO payouts are subject to
approval by the Director of the Labor Relations, or his/her designee.

PTO DONATION

Employees may choose to denate time for the “PTO Donation Program” following
the Allina guidelines as may be amended from time to time.
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ARTICLE 19: JURY DUTY PAY

A Nurse required to serve on a jury will be paid the Nurse's regular straight 1ime rate of pay, less
the amount received for jury duty. Such pay shall be made for a maximum neriod of three (3)
weeks in each calendar year.

ARTICLE 20: BEREAVEMENT PAY

A Nurse shall be granted a leave of absence of three (3} days without loss ol pay in the case of
death in the family {parents, grandparents, grandchildren, parents-in-law, br.thers, sisters, sons,
daughters, husbands, wives, domestic partners, step-parents, step-children, step-brothers and step-
sisters) for the purpose of attending the funeral or memorial service of the di:ceased. Such leave
shall be the day of the funeral or memonal service and the days prior and su™sequemt thereto
unless different days are agreed upon between the Nurse and the Hospital.

ARTICLE 21: LEAVES OF ABSENCE

21.1 Ilness and Disability Leave - A leave of absence without pay will be granted to Nurses
for illness or disability, including pregnancy, for a maximum period of twelve (12)
months after all accumulated sick leave has been paid. Length of service increments and
vacation benefits shall continue to accrue for a maximum period of ninety (90) calendar
days. The Hospital shall pay health insurance coverage for one (1) rr.onth beyond the
month in which the leave of absence begins. With respect 10 leaves of absence granted
in accordance with the Family and Medical Leave Act, the Hospital shall pay the
Hospital's portion of health and dental insurance coverage for the firsi twelve (12) weeks
of the leave of absence.

[ )
—
%)

Personal I eave - The Hospital shall grant a Nurse a personal leave of absence for
legitimate reasons and for a reasonable period of time not to exceed rinety (90) calendar
days. Legitimate reasons shall include, but are not limited to, parentt ood leave, adoption
leave, critical illness or death in the immediate family (spouse, parent:, brothers, sisters
and children} and education leave. With respect to leaves of absence zranted in
accordance with the Family and Medical Leave Act, the Hospital shal’ pay the Hospital's
portion of health and dental insurance coverage for the first twelve (1) weeks of the
leave of absence. Length of service increments and PTO shall continue to accrue during
the first fourteen (14} calendar days of such leave. Nurses may contact either a Human
Resources Representative at their Hospitat or their Business Represer-ative to obtain
further information regarding the Family and Medical Leave Act. lJpon agreement of the
Nurse, Hospital and Union, personal leave of absence may be mutnall extended beyond
the ninety (90) calendar day limitation.

[ ]
—
L

Retun from Leave of Absence - A Nurse returning from a leave of abience within ninety
(90) calendar days after the commencement of the leave shall be retur:ied to the Nurse's
former position. A Nurse returning from a leave after ninety (90) calendar days from the
commencement of such leave shall be returned to work as a Licensed Practical Nurse,
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ARTICLE 22: INSURANCE BENEFITS

22.1  Hospitalization and [nsurance - The Hospital shall provide hospitalization and medical
benefits to full-time Nurses and part-time Nurses who are regularly scheduled 1o work an
average of forty {40) hours or more per two (2) week pay period, under its own individual
non-contract health insurance plan or an HMO option. The parties intend the health
care plans for 2007 to remain, essentially the same. The Basic plan will be
eliminated January 1, 2007. Co-pays, co-insurance and deductibles will be frozen in
2007 at 2006 rates, unless the Union determines that doing so will unreasonably
increase the amount of preminm contributions. SEIU employees will form their own
group plan and will be carved out of the non-contract group health care plan as
$oon as permissible.

EMPLOYEE COVERAGE: Effective October 1, 2006, the Hospital shall pay
toward single employee coverage as follows:

ALLINA CARE 85%

ALLINA DEDUCTIBLE 85%

ALLINA BASIC 85%
Effective January 1, 2007, the Hospital shall pay toward single employee coverage as
follows:

ALLINA CARE 85%

ALLINA DEDUCTIBLE 90%

DEPENDENT COVERAGE - Effective October 1, 2006, the Hospital shall pay
dependent coverage as follows:

ALLINA CARE and BASIC
Employee plus one 80%
Family 83%
ALLINA DEDUCTIBLE
Employee plus one 85%
Family 85%

Effective January 1, 2007, the Hospital shall pay dependent coverage as follows;

ALLINA CARE
Employee plus child[ren] 80%
Employee plus spouse 80%
Family 83%
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ALLINA DEDUCTIBLE
Employee plus child|ren] 85%
Employee plus spouse 85%
Family 85%

Eligibility for Coverage - Employees shatl be eligible for the « overage provided in this
Section after completing sixty (60) days of employment.

The Hospital shall offer one open enroltment period annually.

INCOME PROTECTION (IP) (Short Term bisabilitﬂ

PTO eligible employees.{those with work agreements above.5 FTE), are entitled to
Income Protection (IP) (“Eligible Employees™). The Income Irotection (1P)
program pays 60% of an employee’s regular earnings during a period of disability
for a maximum of up to 80 calendar days. Eligible Employees are automatically
enrolled at no cost.

There is a 10 consecutive calendar day waiting period for [P, beginning the first day
of continuous covered total disability. During this waiting period, Employees must
use FSL (frozen sick leave)} if available, or PTO. Should the ¢mployee not have any
FSL or PTO, this waiting peried shall be unpaid. The maximum period begins at
the end of the 10-day waiting period.

IP is effective the first calendar day of the month on or after :1n Eligible Employee
commences active employment. For the purposes of Income I"rotection, “active
employment™ is defined as being physically present at your rogular work site or at
an alternate site if on official Allina business and incledes a s:heduled day of PTO
or a pericd of Company approved paid leave of absence or unpaid FMLA leave.

If an employee is eligible for coverage under the IP program, the employee must use
PTO during the waiting period prior to the start of the IP program except:

{A) I} an employee has available FSL, he/she must use PT() for the first day of
absence due to disability and then his/her Frozen Sick Leave will -
automatically be used for the remainder of the waiting period or until such
leave is exhausted, if shorter; or

(B)  If the employee’s available FSL is not sufficient to cov.r the waiting period,
the employee must use PTO for absences during the re mainder of the waiting
period. -

An employee may elect to supplement his/her benefits under 1he IP program with
PTO up to 100% of his’her pay. This election is irrevocable, :und may not be
changed for the remainder of the disability period. If the employee elects to
supplement his/her IP benefits with PTO, he/she may reserve up to forty (40) hours
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22.5

of PTO for availability upon his/her return to work. Elections to reserve PTO are
also irrevocable.

Other terms of the IP Program apply. Further information is available by reviewing
Allina’s Income Protection Program.

LONG TERM DISABILITY

PTO eligible employees are entitled to Income Protection (IP) (“Eligible
Employees™). The Hospital shall provide and pay the premium for a long term
disability plan for Eligible Employees. The policy shall pay 60% of the employee’s
covered earnings, as defined by the Insurance Policy to a maximum of $3,000.00. If
an eligible emplayee applies for and is approved for benefits, those benefits shall
commence on the 91* calendar day of disability and will be paid monthly. The
employee shall be taxed on the Long-Term Disability premiums paid by the
Hospital. Therefore, any disability benefits received by an Employee under the
Long-Term Disability Program will be paid on a non-taxable basis. Coverage
begins the first calendar day on or after an Eligible Employee commences active
employment.

Other terms of the long term disability policy applies. Further information is
available by reviewing the Long Term Disability Summary Plan Description

Life Insurance - The Hospital shall provide and pay the full cost of a group term life
insurance program in the amount of twenty five thousand dollars ($23,000) for full-time
and regularly scheduled part-time Nurses working an average of forty (40) hours or more
per two (2) week pay period. Coverage under such plan shall continue until age seventy
(70).

Dental Insurance - The Hospital shall provide and pay the full cost of a group dental
insurance program for full-time Nurses and part-time Nurses who are regularly scheduled
to work an average of forty (40} hours or more per two (2) week pay period. The plan
shall include the following basic provisions:

(A)  The plan shall be a "reasonable and customary" plan providing reimbursement for
three (3) types of expenses described as follows:

1. Type | Expenses

(Diagnostic and Preventive)
-Cral examinations
-X-rays
-Prophylaxis (cleaning)
-Emetrgency treatment for pain
-Fluoride treatments
-Space maintainers
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(B)

©

D)

2. Type Il Expenses
{Basic Services)
- -Anesthesia
-Restorations (fillings other than gold)
-Endodontics (such as pulp capping and root canal therapy)
-Periodontics
-Maintenance and repair to dentures, sixes bridges
-Extractions
3 Type Il Expenses
(Major Services)
-Gold inlay, crowns, etc.
-Prosthodontics (removable and fixed)
-Complete dentures. Partial dentures

Type I expenses shall be reimbursed at eighty percent (80%) of the reasonable and
customary charge with no deductible; Type II expenses shall be reimbursed at
eighty percent (80%;) of the reagsonable and customary charg: with a twenty-five
dollar (325) deductible per year; and Type III expenses shall be reimbursed at fifty
percent (50%) of the reasonable and customary charge with 11 deductible of
twenty-five dollars ($25) per year.

The effective date of the plan shall be January 1, 1981. All lMurses employed on
said effective date shall be automatically covered by the plar,, and Nurses hired on
and after the effective date shall be covered on the first day «f the month
following six (6) months of employment with the Hospital.

Eligibility for benefits and all payments hereunder shall be s ibject to the terms
and provision of the insurance contract establishing the grou: dental insurance
plan. Copies of the insurance contract shall be furnished to the Union and
Summary Plan Descriptions shall be provided to the Union and to ali eligible
Nurses. ;

Effective January 1, 1991, the Hospital will make available t» Nurses a family
dental option to be paid for by the Nurse,

Eligibility for Benefits - Eligibility for benefits and all payments provided in this Article
shall be subject to the terms and provisions of the insurance contraci; establishing the
vartous insurance benefits.

Professional Liability Insurance - The Hospital agrees to provide its smployees with the
same professional liability insurance coverage which is made availalile to all other
employees working at the Hospital. The Union shall be notified by e Hospital of any
change in the liability insurance coverage.
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Leave of Absence - During a leave of absence, eligible Nurses may continue to be covered
under the insurance plans set forth in this Article by paying the required premium to the
Hospital.

ARTICLE 23: PENSION PLAN

Pension benefits shall match the rates negotiated at the Twin City Hospital Table for Licensed
Practical Nurses. See Exhibit B.
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24.5

ARTICLE 24: CORRECTIVE ACTION AND DISCHARGE

JUST CAUSE - The Employer shall not initiate corrective action, discharge or suspend
an employee without just cause. Employees who are under the influence of drugs
and/or alcohol, bring drugs or aleohol on the premises, are dishonest or violate rules
directly affecting patient comfort or safety shall be considered grounds for discharge.

NOTICE OF CORRECTIVE ACTION AND DISCHARGE - A copy of any
corrective action shall be given to the employee with a copy provided to the Union..
Employees shall be notified of their right to have a union steward present during a
corrective action meeting. Request for Union representation shall be granted
promptly so as not to delay corrective action or investigation. When an empioyee
declines Union representation, a Steward Wavier Notice must be provided to the
employee and signed by the employee. A copy will be provided to the Union.

SUSPENSION - TIME LIMITS - Disciplinary suspensions shall not exceed fourteen
{14} working days.

CORRECTIVE ACTION FOR ABSENTEEISM - In the event an employee’s
attendance becomes a concern, the employee and the manager will meet together to
discuss the circumstances surrounding the employee’s attendance prior to the start of the
cotrective action process, and after such discussion(s}, they will develop an ongoing plan
for improvement.

REMOVING WRITTEN CORRECTIVE ACTION
Written notice of corrective action will be removed from an employee’s personnel
file, upon the employee’s request, after twenty four (24) months from its date of

issnance, provided there is no subsequent corrective action issued to the employee
within such twenty four (24) month period.
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ARTICLE 25: GRIEVANCE AND ARBITRATION
General Provisions

Any claim of an employee arising out of the interpretation, application, or
adherence to the terms or provisions of this Agreement or ari: ing out of disciplinary
and discharge actions taken by the Employer shall be subject 10 the Grievance and
Arbitration Procedure,

On a case by case basis, the time limits outlined in this Article may be extended by
written mutual agreement of the parties as entered into betwe:n a Union Steward or
Union Representative and a Director of Human Resources or Allina Labor
Relations.

Any decision to be made by the Employer that is not actually iisued within the time
limits set forth in this Article for Steps One or Two, will be de:med to have been
issued as a denial of the grievance effective on the deadline dale and will be subject
to appeal accordingly.

Only the Union or the Employer shall have the right to take a 2rievance to
arbitration.

Grievance and Arbitration Procedure
Pre-Grievance

The employee and/or Union Steward will discuss the alleged grievance with his/her
manager in an attempt to resolve the issue. The parties will jointly agree to a time
frame for a response. This pre-grievance process will not extend the time Limits for
filing a grievance unless otherwise agreed pursuant to this Article.

Step 1 — Written Grievance

If the grievance is not resolved at Pre-Grievance, it must be submitted by a Union
Steward or Union Representative, in writing, to Human Resources, with a copy
provided by Human Rescurces to Allina Labor Relations. A viritten grievance shall
include the Article and Section of the contract allegedly violat:d, the desired remedy
or correction, and be signed and dated by a Union Steward anid/or Union
Representative.

In no case shall there be any consideration given to a grievanc: unless such notice is
put in writing and submitted within twenty (20) calendar days after the date of the
occurrence giving rise to the grievance. A grievance relating t» pay (wages, hours,
vacations and days off, etc.) must be submitted in writing within thirty (30) days
after the payday for the period during which the grievance occurred. Failure to give
such notice shall be a permanent waiver of the rights to pursu: such grievance.
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Within ten (10) calendar days from receipt of the grievance, representatives from
the Employer and the Union and the grievant(s) will meet and attempt to resolve the
grievance. Within five (5) business days (excluding weekends and holidays) after
the date of the meeting, the Empleyer will issue a decision on the grievance to the
Union Steward and or Union Representative and the grievant attending the meeting.
A copy will be provided by Human Resources to Allina Labor Relations.

Step 2 — Appeal Hearing

If the grievance is not resoived at Step 1, it must be snbmitted for an appeal hearing,
in writing, to Allina Labor Relations, by the Union Representative and/or the Union
Steward. The appeal must be submitted to the Director, Allina Labor Relations,
within twenty (20) calendar days after receipt of the Step One decision. Within five
business days from receipt of the appeal, representatives from the Employer and
Union will agree to a date to meet to resolve the grievance. Within ten (10) business
days after the date of the meeting, the Employer will issue a decision in writing on
the grievance to the Union Representative and/or Union Steward attending the
meeting.

Arbitration and Mediation Procedure

In the event the grievance is not resolved, either the Union or the Employer shall
have the right to appeal the grievance to Arbitration. Ali disputes referred to the
Board shall be filed with the Director of Allina Labor Relations within thirty {30)
calendar days after receipt of the Employer’s written decision.

" The time limits in this section (C) may be extended by mutual agreement to enlist the

services of the-Federal Mediation and Conciliation Services’ (FCMS). Any
settlement reached as a result of the FMCS process is not final and binding unless
mutually agreed to by the parties. '

The selection of the Arbitrator shall be made through a request to the Director of
Federal Mediation and Conciliation Service for a panel of seven (7) neutral
arbitrators. This list will be limited to Arbitrators with their primary office in
Minnesota or Western Wisconsin. The parties shall select the Arbitrator by
alternately deleting one name until six (6) names have been eliminated and the one
person whose name remains shall be the elected Arbitrator; the parties shall flip a
coin to determine who sirikes first.

By mutual agreement of the parties, the following alternative process for arbitration
may be used:

The matter shall be referred to a Board of Arbitration. This committee will consist of
one (1} member selected by the Employer and one (1) member selected by the Union.

In the event this arbitration committee cannot agree to a resolution of such dispute or
grievance within five (5) working days after their first meeting the two {2) arbitrators
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shali select a third member, who shall serve as impartial chairperson. If said
arbitrators are unable to agree upon the selection of an impartiai chairperson within
three (3) working days, then either arbitrator may request the Director of Federal
Mediation and Conciliation Service to appoint a panel of seven () neutral arbitrators.
The arbitrators shall alternately delete names and the last name :hall be the impartial
chairperson.

The decision or award by the Arbitrators or a majorify of them +hall be final and
binding. '

Neither the Arbitrator nor the Board of Arbitration shall have authority to add,
subtract or modify the terms and provisions of this agreement. The Arbitrator and
the Board of Arbitration shall be confined to the issues raised in rhe written
grievance and it shall have no power to decide any other issues,

The decision or award by the Arbitrator or the Board of Arbitraiion shall be in
writing and shall be final and binding. The expenses of the Arbitrator or the Board
of Arbitration shall be shared by the Employer and the Union equally.

Deliberate Violations

In the event that the Employer deliberately violates the provision: of this Agreement
relating to wages, hours of work, seniority rights, job classificaticos or titles,
overtime differentials and vacations, any back pay owed to the eriployees because of
such violation shall be paid by the Employer at the rate of two (2 times the standard
straight-time rate or overtime rates, The Arbitrator or the Board of Arbitration
shall calculate any cost violations and render the double penalty ulecision when it is
definitely and conclusively shown that the violation was deliberai:. Reasonable
evidence of clerical errors or honest mistakes in interpretation shall exempt the
Employer from the double penalty provisions. In such case the Eiployer will be
required to pay only the actnal amount of back pay involved. This paragraph shall
be subject to the above provisions of this Article.

ARTICLE 26: HEALTH AND SAFETY
Statement of Purpose

It shall be the policy of the Hospital that the safety of the employees, the protection
of work areas, the adequate education and necessary safety pract ces, and the
prevention of accidents are a continning and integral part of its everyday
responsibility. The Hospital is committed to a culture that reduce: workplace
exposures causing health effects and enhances overall safety and : ecurity in the
workplace, Further, the Hospital is committed to providing emplk-vees a work
environment that is free from hostile, abusive and disrespectful b:havior and will
make reasonable effort to provide employees with safe and adequute equipment,
working environment and facilities.
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-26.2

26.3

26.4

26.5

26.6

Employee Responsibility

It shal! be the responsibility of all employees to cooperate in programs to promote
safety for themselves and for the public including participation on committees and
compliance with rules and behaviors to promote safety and a violence-free
workplace. Employee responsibility also includes the proper use of all safety devices
in accordance with recognized safety procedures.

Rights to Participate

Allina Health & Safety Council Participation

There shall be one Local 113 SEIU member representative selected or elected by the
Union to participate on the Allina Health & Safety Council and may participate as
appropriate on Allina Health & Safety Council sub-committee/hazard reduction
committees.

Hospital Health & Safety Sub -Committee Participation

There shall also be a member selected or elected by the Union to participate on the
Hospital Health and Safety Sub-Committee. Such Sub-Committee is responsible for
reviewing all safety incidents and safety concerns, annual planning and evaluation.
This Sub-Committee makes recommendations for corrective action and
improvements.

Employees’ Right to Know

When the Hospital receives and investigates a report that a dangerous, unhealthful,
or potentially dangerous or unhealthful condition is present on a particular unit the
Hospital shall inform all Local 113 employees working in the unit or affected area.

Infections or Contagious Diseases

Where infectious or contagious diseases are diagnosed or suspected, upon request of
2 Union Representative, the Hospital shalli meet promptly with the Union to
determine what steps, if any, are necessary to safeguard the health and safety of
workers and patients. Any worker represented by the Local who may be at risk of
exposure to an infectious agent or agents as a result of their work responsibilities
shall be informed of what risk the patient poses and the measures that will be taken
to protect the employee according to Hospital policy and procedure.

Violence in the workplace

The Hospital will have a trained response team(s) which will respond to all
emergency situations where viclence or the threat of violence occurs. This team may



26.7

20.8

26.9

26.10

26.11

be Security Officers trained to deal with violent situations. Hospital reports of these
situations will be reviewed by the Health and Safety Committie. The Hospital will
offer counseling or other delayed stress debriefings for any eniployees that are
victims of assault. Any employee wha is assaulted at work and is unable to continue
working will be given the opportunity to be free from duty wit hout loss of pay for
the remainder of the shift.

Respectful Workplace

The Union and Hospital and are committed to providing a woi'k environment that is
free from hostile, abusive and disrespectful behavior,

Health and Safety Education

No employee shall be required or allowed to work on any unit or operate any
equipment until the employee has received proper education, training, and
instraction.

Workers Compensation

The Hospital shall provide the Union with copies of all First Ruport of Injury
reports submitted by Local 113 SEIU members.

Duty to Accommodate

The Hospital and the Union are committed to support the return to work of
employees with disabilities and to ensure that they are treated ivith respect and
dignity at all times. For each disabled employee requesting a pi:rmanent
accommodation and unable to perform essential job duties as i‘lentified and
documented by the employee’s and/or Employee Health Servict's health care
practitioner, the Hospital, Union and employee shall jointly discuss a modified role
utilizing as much as possible the employee’s previous job classilication and skills.
For temporary work assignments to accommodate a medical ec ndition that is 2 non-
union position, the employee will remain a union member with all rights and
protections of the contract,

Refusal to Work Under Dangerous Conditions

The parties agree to comply with Minnesota Statunes Section 18!.654, Subd. 11, as
follows,

An employee acting in good faith has the right to refuse to worl: under conditions
which the employee reasonably believes present an imminent dinger of death or
serious physical harm to the employee,

142



A reasonable belief of imminent danger of death or serious physical harm includes
but is not limited to a reasonable belief of the employee that the employee has been
assigned to work in an unsafe or unhealthful manner with a hazardous substance,
harmful physical agent or infectious agent.

An employer may not discriminate against an employee for a good faith refusal to
perform assigned tasks if the employee has requested that the employer correct the
hazardous conditions but the conditions remain uncorrected.

An employee who has refused in good faith to perform assigned tasks and who has
not been reassigned to other tasks by the employer shall, in addition to retaining a
right to continued employment, receive pay for the tasks which would have been
performed if (1) the employee requests the OSHA commissioner to inspect and
determine the nature of the hazardous condition, and (2) the commissioner
determines that the employee, by performing the assigned tasks, would have been
placed in imminent danger of death or serious physical harm.

ARTICLE 27: NO STRIKES OR LOCKOUTS

There shall be no strikes or lockouts, of any kind whatsoever, during the term of this Agreement,
The prohibition against strikes and lockouts shall be absolute and shall apply regardless of
whether a dispute is subject to arbitration under the Grievance and Arbitration provisions of
Article 26 of the Agreement. '

28.1

282

ARTICLE 18: LABOR-MANAGEMENT

Labor-Management Meeting - The parties are in agreement that full cooperation and
understanding between the parties and a harmonicus relationship will promote efficient
performance which is in the interest of both the Nurses and the Hospital. To this end, it is
recognized that matters other than formal grievances may arise which may be appropriate
to discuss in a labor-management meeting that affects the LPN's areas of practice.

Meetings will be held periodically as necessary for discussion and/or resolution of
reasonable and appropriate subjects, with the Hospital's representative, LPN
representation, and the Union's representative in attendance.

At the request of either the Union or Hospital, the Hospital shall meet with Union
representatives in a task force or other forum to discuss issues related to scheduling,
orientation, education, cost-cutting, clinical ladders, and the prospect of developing an
on-going labor management committee.

ARTICLE 29: COPE

Committee on Political Education (COPE) - The Employer agrees to deduct and transmit to
SEIU Local 113 COPE, § per pay period from the wages of those employees

who voluntarily authorize such contributions on the forms provided for that purpose by
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SEIU Local 113. These transmittals shall occur for each payroil period and shall be
accompanied by a list of the names of those employees for whom such deductions have been
made and the amount dedncted for each such employee.

The Union will hold the Employer harmless from any dispute with an e mployee concerning
deductions made.

ARTICLE 30: MAINTENANCE OF BENEFITS
Where wages, shift differentials, holidays and similar economic benefits speifically provided for
by this Agreement are lower than those now received by an individual Nurse. the Nurse shall not

have such benefits reduced by execution of this Agreement,

ARTICLE 31: MISCELLANEQUS BENEFITS

Shoe Allowance: Nurse’s will receive $50.00 annually for the purchase of shoes. The initial
shoe allowance will be made available on or about October 1, 2006, The reafter, shoe
allowance payments will be made available on March 1. To the extent possible, the

Hospital will provide this benefit through a uniform vendor, rather than providing the
benefit through payroll.

Parking: Parking and bus passes will be provided on a pre-tax basis.
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ARTICLE 32: DURATION AND RENEWAL

Except as otherwise provided herein, this Agreement shall be in full force and effect from
October 1, 2006 through and including February 29, 2008. The Agreement shall remain in full
force and effect from year to year thereafter unless either party shall notify the other party, in
writing, at least ninety (90) days prior to March 1, 2008 or March 1 of any year thereafter of its
intention to change, modify or terminate this Agreement.

IN WITNESS WHEREOF, the undersigned have caused this Agreement to be duly executed by

their authorized representatives.

Nina Hospita)s & Clinics

Date:/U! 9’?’{%

an Arbach, PEI, Mgr. Support Services

e ELande 0 Date: 1021 D¢

Nancy Gerber, ANW, Director Human Resources
4 ' Date: / J{W.{ %
g AL Director Labor Relations

Ka leenR Schoenbeck UHI Director Pt. Care
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Minnesota’s Health Care Union Local 113,
SEIU,
y ate: lo -a3 'OE.

Dianne I. Apderson, AN'W .

@%&%Dmm e
Karmen @floff, Busine epresentative

€. Date: =280 ‘

Dianne E. Richter, ANW

#W‘JM” Date: /¢ -1%-0% .

Vivian C. Straumann, UHI

Py i zﬂ

Mary Wjbd, UHI '

Date: /6}’2’3 —9’6




LETTER OF UNDERSTANDING - 1

It is the present intent of Allina and SEIU Local 113 to progress, over timc, to a master contract
agreement within the Allina Metro Hospitals covered by this agreement. 1{such a master
agreement is mutually agreed upon by the Union and the Employer, it would replace all pre-
exisling contracls.

Signed Date:
Minnesota's Health Care Union
Local 113, SEIU, AFL-CIO/CLC

Signed Date:
Chatir, Allina Labor Policy Committee

146



EXHIBIT B: PENSION PLAN

The "Twin City Hospitals Pension Plan for Licensed Practical Nurses” has been established for
Licensed Practical Nurses who are covered by this contract. That pension plan is contained in a
written document, and it is subject to a separate collective bargaining agreement known as the
"Pension Agreement”. A booklet known as the "Summary Plan Description,” is furnished to each
participant in the Plan to tell the participant about his or her benefits and rights.

Normally, pension payments will begin when the participant becomes 65. If the participant has
sufficient service, however, payment can begin as early as age 55 (age 50 in case of disability}.
Vesting shali occur at five (5) years effective January 1, 1994,

The amount of the pension will depend upon how much service the participant has as a Licensed
Practical Nurse with the participating Hospitals. For a Licensed Practical Nurse who has always
worked full time, the monthly pension beginning at age 65 is equal to the benefit credit from the
table below multiplied by the number of the participant's years of service.

Benefit Credit

Before October !, 1987 $10.00
On or after October 1, 1987 $11.00
and before January 1, 1989

On or after January 1, 1989 $i12.50
and before January 1, 1990

On or after January |, 1990 $13.51
and before January 1, 1991

On or after January 1, 1991 $15.00
and before January 1, 1992

On or after January 1, 1992 $17.00
and before January 1, 1993 :

On or after January 1, 1993 $18.00
and before October 1, 1993

On or after October 1, 1993 $18.50
and before October 1, 1994

On or after October 1, 1994 $19.00
On or after October 1, 1996 $19.10
On or after October 1, 1997 $19.60
On or after October 1, 2000 $20.60
On or after October 1, 2001 $21.60
On or after Qctober 1, 2003 $23.60
On or after October 1, 2004 $24.00
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LETTER OF UNDERSTANDING - 2
Between
Allina Hospitals and Clinics
Abbott Northwestern Hospital, Phillips Eye Institute, United J{ospital
And
SEIU Local 113

SUBJECT: Sick Leave Payout

It is agreed by Allina Hospitals and Clinics on behalf of Abbott Northwesiern, PEL, United
Hospitals, and SEIU Local 113 that the employees on the attached list wil! continue to
receive the sick leave payout as specified in Article 19.3 of the collective bargaining
agreement effective October 1, 2003 as follows:

“Nurses with 20 calendar years or more of service upon voluntary termin:ition will either
be paid a maximum of 10 days accumulated sick pay at the rate of one (1) day for each six
(6) months of employment for which no sick leave was used or be able to c:ash out sick time
hours over 500 hours, whichever is greater.”

All listed employees had at least 20 years of service and a sick leave balance of equal to or
greater than 500 hours as of September 30, 2006. The list of employees will be attached to
this signed Letter of Understanding and a copy of the list will be kept by tlie Allina Labor
Relations Department and SEIU Local 113.

For SEIU Local 113 For Allina Hospitals and Clinics
(7l f L} v M -
armey loff Henee J. R:ﬂ'lg L’)

Business Representative Director Labor Relati

/0. [le.0f 25/7ﬁ[’

Date Date T
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LETTER OF UNDERSTANDING - 3
Between
Allina Hospitals and Clinics
Phillips Eye Institute
And
SEIU Local 113

SUBJECT: Mandatory Low Need Days

It is agreed by and between Allina Hospitals and Clinics, Phillips Eye Institute and SEIU
Local 113 that mandatory low need days pursuant to Article 16 of the collective bargaining
agreement shall be limited to the following:

1. Eight (8) hours per pay period up to a maximum of ninety-six (96) hours
per calendar year, A calendar year shall be from January 1 to December
31.

2. In order to decrease the need for mandatory low need days, LPN’s will be
floated or scheduled if work is available in other departments within the
hospital. In this circumstance, LPN’s will receive their regular rate of
pay. LPN’s will not be displaced by RN’s outside the Phillips Eye
Institute bargaining vnit.

3. LPN’s shall be given first opportunity to replace other LPN’s due to ill
call and vacation schedules, If no LPN is available for the assignment,
they may be replaced by an RN.

By November 1, 2006, the parties agree that they will have discussions with Abbott

Northwestern Hospital to determine whether there are helping hand opportunities for
Phillips Eye Institute LPN’s in order to limit the need for mandatory low need days.

Subject to ratification, this agreement will be implemented on October 1, 2006 as follows:

mandatory low need days will be limited to eight (8) hours per pay period to a maximum of
twenty-four (24) hours between October 1, 2006 and December 31, 2006,

For SEIU Local 113 For Allina Hospitals and Clinics

Karmen off Renee J. RaT}'ﬁg / * 5

Business Representative Director Labor Relation
10, jg. 0 o /Y 7/
Date Date rer
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LETTER OF UNDERSTANDING - 4
Between
Allina Hospitals and Clinics
Abbott Northwestern Hospital, Phillips Eye Institute, Uniled Hospital
And
SEIU Local 113

SUBJECT: Status of LPN’s at Allina

It is agreed by Allina Hospitals and Clinics on behalf of Abbott North western Hospital,

' Phillips Eye Institute and United Hospital that nurse executives will meet with the 2006

LPN negotiation team to discuss the current and future status of LPM's at Allina Hospitals
and Clinics. This meeting will take place before December 31, 2006.

For SEIU Local 113 For Allina Hospitals and Clinics
'/'L‘L' Lo )} . d/ "-/
Karmen :ﬁoﬂ' & ¢ h
Business Representative Director Labor Relation _,--’
., /r
[0.16.08 )7 /[T
Date Date 77
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Letter of Understanding
Between
SEIU, Loca! 113 and
Allina Hospitals and Clinics

Subject: Master Agreement and 2008 Contract Negotiations

The parties agres that they do not intend to merge bargaining units by creating a
compiled agreement (referred to as the “master contract”) across contracts/bargaining
units. Further, the parties agree that the process for determining how bargaining will be
conducted in the 2008 negotiations will be determined at a future date, and that there are
no current agree[ﬁcnts as to how the bargaining will proceed. The parties agree to meet

and determine a.process for 2008 negotiations prior to October 1, 2007.

For SEIUJ, Local 113 ) For Allina Hospitals and Clinics

4\&/ " ﬂ

€LJ}mmGuI]cy ’ C/ RLneeJ. Raming V

Allina Union Director Director, Labor Relations
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STRATEGIC ALLIANCE ADDENDUM
BETWEEN

ABBOTT NORTHWESTERN HOSPITA L
MERCY HOSPITAL
OWATONNA HOSPITAL
PHILLIPS EYE INSTITUTE
ST. FRANCIS HOSPITAL
UNITED HOSPITAL
AND
SEIU LOCAL 113 SERVICE EMPLOYEES

ABBOTT NORTHWESTERN HOSPITAL
PHILLIPS EYE INSTITUTE
UNITED HOSPITAL
AND
SEIU LOCAL 113 LPN’S

ABBOTT NORTHWESTERN HOSPITAL
MERCY/UNITY HOSPITALS
PHILLIPS EYE INSTITUTE
AND
PEPOM DIVISION OF SEIU LOCAL 113
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Alliance Charter Statement

A.

Purpose: SEIU Local 113 and Allina have embarked on a Strategic Alliance to advance each
others interests. Through the Alliance we have jointly developed a vision for our future and
have set a goal to realize this viston within the next ten years. This vision is broad and
aggressive and requires us to work cooperatively and efficiently.

The mission of the Alliance is to provide industry leading health care and to create an
environment where employees flourish, there are opportunities for advancement and growth,
and our resources are used in the most cost efficient manner. The success of this Alliance is
dependent upon a trusting relationship where we can engage in frank, open, and honest
discussions in an atmosphere of mutual respect. Our ability to be innovative and progressive
in achieving results is also critical 1o our success. Our work must be focused on the
achievement of our strategic, operational and employee goals, which include:

1. Achieving an industry leading reputation for excellence in patient care and
satisfaction measured by achieving best in class levels on patient surveys, complaints,
and loyalty.

2. Becoming the regional health care employer of choice by achteving world class

employee engagement scores, industry leading wages and benefits such as employer
paid health care and secure retirement, and the establishment of a relationship of
mutual trust and respect as evidenced by employment security and neutrality, and
measured by engagement of the workforce.

3. Achieving performance excellence through the efficient use of our resources and by
capturing the wisdom, skills and experience of Allina employees. Specific measures
will be-determined by mutual agreement and, for example, may include financial and
marker place measures, productivity, waste reduction, staff turnover, and cycle time
IMpTOvemernt. .

Allina and the Union agree that the privileges of entering into a Strategic Alliance include
agreements concerning income security, workforce development and planning, education and
training, restrictions on subcontracting, and union representation of new positions. The
obligations of entering into a Strategic Alliance include a commitment to performance
improvement and patient care and satisfaction.

The Strategic Alliance is a ten year mission. We recognize that many resources are not
currently in place at Allina to fulfiil the mission, privileges and obligations of the Alliance. It
will take time and financial commitment to develop these resources, The Strategic Alliance
will remain mindful of the financial cost associated with the requests it makes to conduct its
work.

The Strategic Alliance Agreement is subject to the Strategic Alliance Review Process as it

appears in Section V] of this agreement and is not subject to the grievance and arbitration
process specified in the collective bargaining agreement.

153



Scope and Decision Making

The issue of scope is inextricably tied to decision making. Scope sets the boundaries
for the Alliance; what is in play, what is not. The decision-making process describes
the procedures for disposing of or resolving issues deemed w. thin the parameters of
the Alliance.

The scope of this Alliance should be broad and should includ::

L] strategic initiatives
L] quality
. business planning

The decision making process may vary from issue to issue. Nowtheless, it is vitally
important to determine the decision making method with consistently applied criteria.
Twao such criteria are:

L] the degree to which the parties” constituents or institutional interests are likely
to be affected by the decision, and

u the level of expertise or added value the parties can biing to bear on the
decision.

If either party’s vital interests are likely to be affected by the ¢ =cision, consensus
should be used. If constituent or institutional interests are even niarginally affected,
consultation should precede a final decision.

If one party has little, if any interest in the outcome, and no particuiar expertise on the
issue to be decided, informing is adequate. We recognize ihat choosing the
appropriate process is somewhat subjective, and that erring in fa'.or of more rather
than less participation by partners in decision making displays commitment and
respect for the Alliance. It is understood that this Alliance may 1.0t be sufficiently
robust in its early stages to withstand many mistakes in the directio 1 of unilateralism.
Consecgquently, the parties will strive for consensus.

In the absence of consensus, mandatory bargaining subjects wi.| be resolved in
accordance with contractual and legai nghts. On non-mandatory and non-contractual
subjects, the parties agree to use the dispute resolution process desuribed in Section
VI of this agreement.

Structure

In order to achieve these goals, we the have created the following: organizational
structure;

Strategic Alliance Team: The Alliance Team (“Alliance Team™) witl e comprised of
seven Management members, a significant number of whom will be fi-om operations,
and seven union members representing each of the seven sites where SEIU Local 113
represents employees. In addition, Management and Union will app »int additional
member representatives to accomplish the work of the Alliance Team The Alltance
Team will provide strategic oversight for system initiatives and will munage, oversee
and direct the joint facility teams who will accomplish our site specific work.
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Facility Joint Team: The Facility Joint Team (“Facility Team”) will include the site
specific members from the Alliance Team and in addition will include other
management and Union representatives as appropriate. This team will perform the
work ofthe Alliance as well as oversee additional teams who will embark on specific
mtatives 1o achieve our objectives as described above.

In connection with the exercise of our duties and respensibilities, the Alliance Team and the
Facility Tearn may request any officer or employee of the Company to attend a meeting of the
commiltee of 10 meet with any members of, or consultants to, the committee.

Joint Communication: We understand and agree that joint communication is essential to our
success, We will engage in a joint communication initiative 1o communicate our work, and
will communicate regular and on-geing updates concerning our werk,

D. Duties and Responsibilities of the Strategic Alliance Team

Advance the mission of the Strategic Alliance.

Set the agenda to accomplish the mission.

Modify and create new lerms, conditions angd agreements of the Alliance upon joint
agreement of the Alliance Team to effectuate the mission and the other privileges of
the Alliance including Employment Security and the Election Procedure Agreement.

Monitor changes in the competilive environment, emergence of new medical
advances, and shifls in demographic trends in order to anticipate and implement
appropriate modifications to the mission,

L Develop, implement and monitor progress on the mission,
Approve financial investments in the Alliance.

" Set and oversee the effectiveness of the organizational structure and comrmitiees to
ensure they produce exceilent results and timely and efficient decision-making.

- Define and actively manage the identity of the Alliance.

= Annually review this charter and conduct a self-assessment of the Strategic Alliance

effectiveness and performance.

E. Meetings
The Alliance Team will conduct monthly meetings and an annual planning retreat. The
Facility Teams will conduct monthly meetings and other meetings as necessary to accompiish
the work of the Alliance. Minutes of the meetings will be taken and will be jointly approved
by the parties. The full notes and minutes will not be shared outside of the meetings, unless
jointly agreed to by the parties.

II.  Organizational Performance

A Allina and SEIU Service Improvement Commitment

L. Improving Patient Satisfaction is an essential element to making Allina Hospitals the

best place to receive care. Allina and Local 113 are committed to working together to
achicve an industry leading reputation for excellence in patient care and satisfaction.

155



One important measure used by Allina is patient satisfaztion. Allina has set a goal to
increase the number of patients rating their overall cire and service at Allina as
excellent. The parties to the Alliance recognize that this ;:0al can be accomplished by
working together to create a service culture and by continually improving
organizational performance.

‘The Union and Allina will jointty develop standards of service which will include a
review of work systems and processes. Service quality vvill be measured and given
appropriate weight to reach and maintain superior scovice at all levels of the
organization. The parties will monitor patient satistaction survey outcomes as its
primary measurement tool. The parties will work together to encourage patients to
complete the surveys.

B. Allina and SEIU Health Care Commitment

The parties mutually agree to a focus on local and national health ¢: te cost and quality issues.
This includes metheds for improving the delivery of services for o:rselves and our patients.

The design of the 2007 health care plan wiil be conducted pursuar * 10 the decision making
process described in Section LB. of this strategic alliance agreement.

C. Allina and SEIU Performance Improvement Commitment

Becoming a high performance organization is ¢ritical to the succes: of Allina. The parties
commil to performance improvement by working creatively tog:ther to control costs,
enhancing performance, increasing productivity and theveby assuring patient satisfactionand
employment security. Allina recognizes that in order to achieve these interests it must address
employees’ concerns over employment securily.

III. Commitment to Employment Security
Acknowledged Interests and Commitments

The partics acknowledge a mutuai obligation and intention to maximize emplorment security for
Allina employees. As such, they have agreed to the following:

A, Employment And Income Security

1. Allina commits ‘o redeploy employees who are displaced, and will work with the
union to agsist them in this process. After an employee has fully exhausted his/her
contractual rights without securing a position, the following steps will be taken:

a. The employee will be offered employment oppartunitie: within the facility,
and if that is not possible at the system level, at a facility within a reasonable
geographic area of the previous facility or the employee':. residence that are:

1) consistent with their skill set,
2) comparable to their FTE,
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3) comparable to their classification, if possible,
4) comparable rate of pay, and

5} comparable to their previously scheduled shift (Day, Evening, or
Night. Specific shift hours may vary.)

Where Allina is unable to offer employment opportunities to a displaced
employee under the conditions specified in paragraph a, above. Allina will
work with the employee 1o find work as nearly as comparable as possible
within Allina.

Work as nearly comparable as possible means all ernployment available
within the facility or the system, consistent with the employees’ skill set.
To the extent no positions exist, the employee will be laid ofE.

Employment opportunities consistent with an employees skill set as
referenced in  paragraphs a and b above includes positions where the
employee should be abie to perform the key functions of the position with
four weceks of full-time or six weeks of pari-time on the job training.
Employees who are unable to meet the reasonable requirements of the job
with four weeks of full time or six weeks of part time on the job training will
be laid off from the organization.

2. Accomplishing our Employment Security goal will require new approaches from both
Allina and the Union, including:

Increased planning and flexibility — It is not the intent of the parties to
discard or ignore existing contract provisions in Section 8 - seniority layoff
and recall or policies on job posting. However, Allina’s ability to henor its
commitment to maximize employment security and locate economically
feasible alternatives for displaced employees may be directly proportional to
Union flexibility with regard to such provisions. Accordingly, we will
develop a process to achieve flexibility in contract provisions when
necessary to maximize employee opportunities during periods of transition.

b. Resources, time and new processes -- Maximizing employment security require a

mutual commitment to engage in proactive problem solving at the onset of a
problem and to allow sufficient time to process solutions. It also requires a
commitment to provide reasonable transitions for those affected and to consider
solutions in light of current business and operational goals and realities. And, it
assumes establishment of a workforce planning process—a forma! long-term
approach 10 managing the "people” resources of Allina

157



Wwurk Foree Planming

[ paries acknow fedpe that i cnder o provide employtoeni

a Lraonrh waork torce planming pracess. Thercdore, we s 1

Changes sviechnologs . populaton demograsiues, and coe pu

antkapare e skalle and knowledge ihat o iidire work o
Wwark Force Development

Free parres o I use the data patbered o the work toeee oar
Setiveuneurre 1t resourees, sholisand tueeng and those tein

Carcer denelopaent. vducaton ard tramay wall be dweeve

Wooaprer that the goal of o comprehens ve aorkforee devels
anlture ti values and mvests i ifelong fearmmg and entance
ot eltorts will alse result i the development ot mtrastracte
nient ot thies apreement. By achreving these goals. employes 1o
roreaa s Fard-ro-1i vacanaes 1ifled, quoabny and service g
st wthened.

1. Educativn and Training
a0 The Suatege Alhance = comnutted w the La

to ensure the suceess of the Alhance and ouy
but not be limuited to the following:

L Strategic Alhance waming

SETVICE Commitrent,

busimess education (MAP),

health plzn oper. enrollment.
cmplaoyee health and weliness,
henefitsa,

regulatory comphanie,

diversity, and

management traimng and deselopme
work and sponsorship of the Allunce

L. The career development, eduzation and tramn
torce planning strategy will inelude it no
. preparing individuals to engage in oz
training;
L supporting emplovevs in meeting then
educations need: ;
u providing educanon and training non
. supporting employecs 1 adapting oot
" ensuring alignment with the necds ¢~

158

S v thes et eny

By izl e ttgre trends,
cefope s e order

st forsses

1183 00 [0 pdentHy prans
fetn et ot fture demands
Jdie g these gape

DCAT PEOYTAm 15 W ereale d
Jares s epportumties. These
aind  vols o realize the full
“1o0 and satstacnon will be

~dan T the Stratepe Athance

g ar 4 educallon newessary
mess T-mmng willinclude,

neeensary to further the

‘ceessaty (o fulfill our work
imuted 1y the followmg:

ang processes and skille

rotes siunal and continuing

L DOSIICRA
hmologieal changes: and
S OTEAN 7unon.



c. Training and Steward Education Development

The parties support Union steward and supervisor training and education and
will recommend and assure that stewards have time to participate in joint
training and development activities related to the issues listed above.

The parties agree to support stewards int training and development such as:
tmprovement in Alliance principles;

conlract training on the Agreement;

fundamentals of Just Cause;

leadership skills;

effective problem solving; and

consistency and practice.

Labor and management will work jointly on steward and supervisor
development. Accountability will rest with the Alliance Team.

Subcontracting

Strategic Alllance bargaining unit work will not be subcontracted except in extraordinary
circamstances. When Allina believes that bargaining unit work should be subcontracted, and
that there are reasons to subcontract, Allina will notify the Union, in writing, of the desire to
meet and discuss subcontracting of specific work. If the Union wishes to initiate consideration
of in-sourcing certain coniracied work, # will notify Allina, in writing, of the reasons 1o in-
source specific work and the desire to meet and discuss the issue.

An initial meeting will occur as soon as possible following the written notification to the
Union or to Allina. The party requesting the meeting will be responsible for coordinating the
meeting. A committee of equal numbers of Union and management (at least 2 each but not
ntore than 4) will be appointed at the meeting. Interest based problem solving will be used 1o
define the work of the commitiee. Subcontracting principles will be developed by the
Strategic Alliance Team. The Team will establish timelines for completion of an analysis,
conduct the analysis, and develop a written report that summarizes the results of the analysis
and makes recommendations. The feasibility analysis should result in the development of one
or more optiens from which the committee will recommend one to Union and Management
Leadership. Union or Management, whoever requests the meeling, may make a
recommendation to the other party.

Union Representation Of New Positions

The parties agree that it is essential for them to work together to assure that newly created and
restructured jobs are appropriately included within the bargaining unit and not improperly
excluded fromn it.

Allina therefore agrees that any new or redesigned positions that are not otherwise excluded
(duc to confidentiality or other exceptions under the NLRA) from existing bargaining units
represented by Local 113 shall be deemed to be bargaining unit jobs and posted as such. The
parties agree 10 meet and negotiate the application of the provisions of the contract agreement
as it wilt apply to the new position or classification.
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1v.

Neutrality

Election Procedure Agreement

The parties, SEIU Local 113 (hereinafter “the Union™), and Allina Hospitals and Clinics on behalf of
itself’ and its acute care hospitals, including, Abbott Northwestern Hospital, Buffalo Hospital,
Cambridge Medical Center, Mercy Hospital. Unity Hospital, New Uim I.fedical Center, Owatonna
Hosputal, Phillips Eye Institute, River Falls Area Hosprtal, St. Francis Reyional Medical Center, and
United Hospital, (hereinafter collectively “Employer™ or “Facility™), enter into the following Election
Procedure Agreement (hereinafter "EPA™).

In the spitit of cooperation, avoiding wasting patient care dollars on fighting unionization and fostering
an improved and muiually beneficial relationship between the Employer ind the Union, all parties
hereby agree to the following framework for organizing.

A,

Designated Representatives

The person accountable for any provision of this agreement for thie Employer will be the
Dhrector of Labor Relations or designee; for the Umon that person will be the President or
designee.

EPA Timetable

The Union will notify Allina Labor Relations when commencing an urganizing campaign at
any Allina facility. The parties agree that there shall be three s:apes covered by this
Agreement:

1.

Preliminary Period: This includes the time period after the EP A is executed until the
Union's Notice of Intent to Organize is filed with the Employ:=r.

Organizing Penod: This includes the time period after the Un -n files the Notice of
Intent to Organize with the Facility. Any representation petition for an appropriate
unit must be filed with the National Labor Relations Board (“N..RB") within 90 days
aiter the Notice of Intent to Organize is filed.

Election Penod: This includes the time period after the Ur:on files an NLRB
representation petition until the results of the election are certified by the NLRB.

Consent Election

Pursuant to NLRB procedures, the Union must file a representati an petition with the
appropriate office of the NLRB. Subsequent to this fiting, the E-aployer shall enter
into the consent election agreement. The Union shall notify the Employer and the
NLRB of the date and time of the election. The Employer shall a;iree to the election
date and time set by the Union unless there are special circumstaices that warrant a
different date or time. The Arbitrator shall be empowered to decid : any disputes over
the date or time of the election.

The guiding principles in determining the appropriateness of a Bargaining Unit will

be the rules, regulations and decisions of the NLRB. The appropriite unit(s) will be
Service and Maintenance, Technical, Business Office Clerical, Prolessional and any
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units residual thereto or any combination thereof. The appropriate unit{s) will exclude
registered nurses, managers, supervisors, confidential employees and guards. The
Employer and the Union shall attempt to determine ail ¢lassifications appropriate to
each unit during the Organizing Period of this agreement. The arbitrator shall resolve
all disputes concerning the appropriateness of the bargaiming unn and classifications
to a unit. The Consent Election Agreement shall be consistent with any decision by
the arbitrator.

The Employer or the Union must submit to the arbitrator any dispute on the
appropriate bargaining unit to the arbitrator within 5 working days of the date on
which the election petition 1s fited. The arbitrator shall render a decision within §
working days from the date of the submission of the dispute.

3. The NLRB will conduct the election and count the ballots. Any challenged ballots,
allegations of election misconduct or objections to the election must be filed pursuant
to Section H of Article IV and all parties acknowledge and submit to the arbitrator’s
exclusive authority te rule on such cbjections and any determinative challenges and
the parties waive their rights 1o have the NLRB resolve any cbjections or
determinative challenges, The parties will take all necessary steps to effectuate the
atbitration process and the arbitrator’s decision regarding objections and/or
determinative challenges.

Eligibility

All employees who are emplayed on a full-time, regular part-time or casual basis in the unit
described in the Consent Election Agreement and are eligible to vote under the NLRB's rules
shall be eligible to vote it the election.

Recognition

The Employer shall recognize and bargain with the Union once the NLRB certifies the Union
as the exciusive bargaining representative of bargaining unit employees. However, if there are
determinative challenges or significant objections under the EPA, the Arbitrator shall resolve
them before the Employer must recognize the Union.

Lists

1. Upon regeipt of a Notice of Intent to Organize from the Union, the Employer will
provide the Union with an initial list of all unrepresented employces in the bargaining
units listed. The Employer shall use good faith efforts to provide an accurate list.
The Employer will provide the Union with such list both in writing and in electronic
format. The list shall contain the employee's name, job title/department, job
classification, and home address as provided by the employee. At the same time, the
Employer shall also provide the names of employees who the Employer belicves are
excluded from the unit(s) such as managers, supervisors, or confidential employees,
together with the job titie/department and excluded category on which Employer
relies, utilizing its good faith efforts to provide an accurate list.

2. An update of the initial list, comprised of all new hires and terminations/quits, shall

be provided to the Union upon request. This list shall include the same employee
information and be in the same format as the initial list described above.
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3 Upon the Regional Director’s approval of the Consent Election Agreement, the
Employer shall provide the Union with a voter eligibility lisi for such Facility both in
writing and in an electronic format. The voter eligibility list <hall include all eligible
voters as described in Section D above. The list shall contaiit the employee’s name,
job title/department, job classification, hospital, and home »ddress as provided by
employee. The parties shall immediately attempt to resolve any disagreements over
the status of job classifications or individuals that should b included on the voter
eligibility list or excluded from such list. Any other remairung Jispute regarding voter
eligibility shall be resolved by allowing the employee ta vote. subject 1o challenged
ballot,

Voting

Employees shall vote on work or non-work time. Neither the Employer nor the Union shall
provide any financial inducements to vote or force anyone to vote, Employees are encouraged
to vote on non-work time whenever possible. If an employee musr vote on work time they
must work with their supervisor to cover all essential work before "2aving to vote. The
supervisor shall make arrangements for any employee who must vott- on work time. The
voting shall take place at an appropriate location at the Facility, de'ermined by mutual
agreement or by Arbitrator, if necessary. The parties shall each be entitle:l to an equal number
of observers, with a maximum of two, at the election site,.  The obsurvers must be non-
supervisory employees. The parties shall jointly share any cost assoctated with the voting.

Ballot Counting

The NLRB shall count the ballots immediately following the conclusion o1 voting, pursuant to
the NLRB’s standard practices and procedures. Both parties, including interested off-duty
employees, may attend the counting of the ballots.

Resolution of Challenged Ballots and Election Objections: If challenged ba’/ots are potentially

determinative of the result of any election, the Arbitrator shall resolve challenges to the
eligibility of voters. The Arbitrator shall have discretion to establish p-ocedures for the
resolution of such challenges, which may include submission of evidence b - the Parties. In all
cases, however, the Arbitrator shall resolve challenges within ten (10} day's of the election.
The Arbitrator’s determinations under this EPA shall be binding on both p::ties. The parties
shall jomtly share the costs of the services of the Arbitrator.

If a party wishes to file objections to the election based on allegations of violations of the
EPA, cither party must file such objections in writing with the Arbitrator -vithin three (3)
business days of the election as well as filing objections with the NLRB pu-suant to NLRB
timelines and procedures, The Arbitrator shall resolve these objections within /0 days of
his/her receipt of them. The party filing objections with the NLRB shal’ withdraw any
objections pending with the NLRB immediately upon receiving the decision ¢ the Arbitrator,
and will abide by the decision of the Arbitrator. In the case of the filing of s «ch objections,
both parties will take any steps necessary to effectuate the Arbitration p-ocess and the
Arbitrator’s decision.
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Application to Other Labor Orgamizations:

If; prior to the execution of the NLRB Consent Election Agreement between the parties,
another union seeks to represent the employees in the voting unit, all parties shall meet and
determine how to legally proceed.

Standards of Conduct

The Standards of Conduct set forth herein are applicable to the parties’ conduct with respect
to the Facility covered by this Agreement. With respect to the Facility, the parties agree that
the question of whether employees should be represented by the Union is one that employees
should answer for themselves. -

1.

The Empioyer agrees that the question of whether employees should be represented
by a Union is one which employees should answer for themselves without any
employer interference. The Employer agrees to be neutral on the question of
unionization and will not oppose efforts by employees to organize or select the Uinion
as their collective bargaining representative. The Employer also agrees that its
management, SUpervisors or agents will not malke any statements, wrilten or verbal,
and/or participate in any activity that will state oppostition to the Union organizing
campaign or that are derogatory or demeaning to the Union or any of its
tepresentatives. '

The Union will not engage in 2 negative public campaign against the Employer as
part of its campaign to organize employees, The Union agrees that its representatives
or agents will not make any statements, written or verbal, that are derogatory or
derneaning to the Employer or any of its representatives. The Union also agrees to
convey its views about unionization in a positive, factual, non-coercive and non-
intimidating manner, whether thai information is conveyed on or around the
Employer’s premises or at other meeting venues. For purposes of this paragraph, the
parties also understand that the employees in the bargaining units voting under this
EPA shall not be considered "agents” of either party absent proof of agency in
connection to the specific conduct at issue.

The parties shall issue a Joint Information Sheet to be provided to employees who
have questions on the Election Procedure Agreement.

The Employer agrees that it shall not conduct an anti-union campaign and shall not
utilize anti-union management consultants. Any use of consultants by either party
shall not conflict with the terms of this EPA. Likewise, the Employer shall not
provide assistance to any individual or group who may wish to pursue an anti-union
campaign.

The Employer will not inform or imply to eligible voters that they will lose benefits,
wages or be subject 10 less favorabie working conditions by unionizing.

The Employer shall confine its communication to employees regarding unionization
1o a written communication in letter and/or memo format and if any opinion on
unionization is conveyed, it shall be one which simply states that the choice is
completely up to the employees and that the Employer is maintaining neutrality on
this subject. This letter or memo may be posted or mailed to employees.
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7.

The Employer’s supervisors and managers shall not iniiiate one-on-one or informal
group conversations or cornmunication with employees -egarding unionization. This
shall not preclude a supervisor from responding to an er ployee’s question about the
date, ime and tocation of the NLRB election; providec such response is consistent
with the terms of this EPA. (While these Standards of Conduct restrict
communication by supervisors and managers regardiny unionization, it does not
restrict other communication between supervisors and enployees.)

Neither the Union nor Employer will threaten, intimi‘late, discriminale against,
retaliate against, or take any adverse action against any er-iployee based on his or her
decision to suppott or oppose union representalion.

Upon receipl of the Union’s Notice of Intent to Org:nize, the Employer will
distribute 10 the employees the following statemert ol employee rights on its
letterhead: "All employees have the right to participate or not to participate in union
activities. Employees have the right to wear buttons or lany'ards that indicate support
or non-support of the Union. Employees also have the ripht to distribute literature
concerning suppott of non-support for union organization in non-patient care areas
such as break rooms, cafeteria, parking lots, and other plices outside the hospital.
Employees may talk about the Union and workplace issuus including wage rates,
disciplinary system, company policies and rules and working conditions under the
same terms applicable to any other employee conversation

Afier the Union has filed its NLRB petition, and in order to :avoid the appearance of
electioneering, the Employer will maintain the status quo in wages, benefits and
working conditions during the Election Period and refrain from any significant
announcements regarding wages, benefits and working cor:ditions. This shall not
prohibit the Employer from taking action planned well in sdvance of the petition
without regard to the organizing effort, as long as such action has been discussed with
the Union. If the Union has a good faith belief that the action “vas not planned weil in
advance of the petition, it may petition the Arbiirator for a determination of that issue.

No employee shall have his/her right to determine whether or 1 3t to be represented by
the Union abridged in any manner by reason of his/her citizenship or immigration
status.

Orientation/Training

All supervisors. managers and union organizers who are involved in an organizing campaign
at the Facility are expected to be familiar with the terms of the EPA. A joint
orientatior/training session shall be held for this group and ualess waived by both parties, a
second session shall be held shortly after the Notice of Election. The oint sessions are to
emphasize the need for mutual respect, the importance of both parties® - ompliance with the
Standards of Conduct and Access provisions, and the goal of rapid, cuoperative problem-
solving where incidents of alleged violations occur. Corporate and Union representatives shall
conduct the sessions.



L.

Pre-Screening of Literature

1.

The Union and Employer shall pre-screen all written literature distributed or posted
regarding unicnization with each other. Accordingly, before either party uses any
new piece of literature, it must first be submitted 10 the parties’ trained desighated
representatives for review. If those parties do not agree within 48 hours, either party
may fax the matter to the Arbitrator for the Arbitrator's review and immediate
response. This process is intended to be completed within 72 hours from beginning to
end. Until this dispute is resolved, the contested literature shall not be distributed in
any manner.

The Employer agrees that it will not provide information about the Union (e.g.,
strikes, dues, etc.) or about the Union’s role in collective bargaining. If the Employer
believes a factual error has been orally conveyed by the Union in its organizing
campaign at the hospital, and the Union has failed to correct it within 48 hours
written notice by the Employer Designee to the Union Designee, the Employer may
post or distribute a written correction of the factual error in the memo or letter format
referred to above, after pre-screening the commanication with the Union. Any dispute
over the content shall be resolved in the same manner as provided in Section L,
paragraph 1 above and contested content shall not be distributed until approved by
the Arbitrator. The Union shall inform employees in writing, in a manner reasonably
calculated to reach all eligible voters, the amount of dues and fees associated with
membership.

Access Pledge for Internal Access

‘The Employer shall grant representatives of the Union reasonable access to employees of the
Facility through the following means:

1.

Interior Access: Upon the Union’s filing of the Notice of Intent to Organize, the
Union will be given access to the employee cafeteria. At no time will organizing
activities in the cafeteria be disruptive to patients or visitors. Moreover, one Union
organizer shall be permitted in each employes break room (or if no break room, the
break area or its equivalent) on each-floor for a maximum period of one and one-half
(1 1/2) hours per cach shift. During each eight-hour shift, the Union organizer may
enter and exit a break room no more than three (3) times per shift. During this period,
the Union organizer shall respect the request of any employee who does not wish to
engage in a discussion or accept literature. Union organizers shall sign in and out ata
mutually agreed upon location at any location where the interior access provisions of
this agreement are exercised. In addition, Union organizers accessing break rooms or
break areas shall sign in and out of each break room in a log book provided by the
Empioyer. Union organizers shall wear a name tag that must be visible at all times. In
the case of mixed use break rooms Union organizers shall respect the scheduled
work-related meetings and report that occurs from time to time, and refrain from
using the room. To minimize distractions and any potential impact on patient care no
Union organizers shall engage employees in conversations about the Union on work
time. Employees may talk to Union organizers about the Union when they arc on
break or before or afier their shifts only.
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2 The Unton shall be allowed io post a notice on pre selected bulletin boards
designated by the parties. including, but not limited to, the =xisting bulletin boards in
employee break rooms and at least one space in the cafete -ia. The Union shall have
the nght to change these notices at any time.

1 The Union may reserve a Facility conference room not in the patient care area,
subject to reasonable availability criteria and established hoxpital procedures, for the
purpos¢ of meeting with employees eligible to vote under this EPA. Attendance shall
be fimited to Union employees, Union member organizers and eligible voters. If a
conference room is not available during the desired time priod, the Union should
work with Human Resources on site to locate a reasonabl: option, To the extent
feasible, this room shall not be located near supervisory or management offices.

4. If a Union erganizer does not honor the access provisions set forth in this EPA,
he/she shall be issued a warning by the Employer through ‘he Designated Union
Representative, which may be contested before the Arbitrator within 24 hours by fax
or phone. If the union organizer receives two warmings, the official Employer
Designee may bar the organizer from the Facility after consultation with the Union
Designee. The Union may contest the existence of the violatic A{s) or the decision to
bar the organizer before the Arbitrator within 24 hours by fax or phone. 1f a ban on
three union organizers is upheld pursuant to this paragraph, the Employer may appeal
to the Arbitrator to consider modification of the access provisions in that Facility.

5. If the parties cannot mutually agree on access regarding any of these locations, they
shall refer the matter to the Arbitrator for a determination by phone and fax within 24
hours of the referral.

Unpaid Leave of Absence

Upon the filing of the Notice of Intent to Organize, the Facility will grani an unpaid leave of
absence for up to four (4) months to one (1) employee within each baigaining unit being
organized. This unpaid leave of absence may not be conditioned upon th » employee’s use of
his/her paid time off. In no case will more than one (1) employee from ¢ staffing cluster be
granted such leave. If significant staffing concemns exist as a result of this Leave of Absence
the parties will meet within 48 hours to resolve. Unresolved issues wili be referred to the
arbitrator for a decision within 48 hours. Employees returning from such leaves shall be
returned to the position held prior to the leave unless the employee weuld have been laid off
or reassigned during the leave in accordance with the applicable colisctive bargaining
agreement or policies.

Nothing in this Agreement diminishes any access or other rights guarantecd to the Union or
employees by the National Labor Relations Act ot by a collective bargainini: agreement. The
partics agree that they will use this Agreement and where not otherwize modified, the
guidelines of the National Labor Relations Act, to ensure that a fair and representative
election occurs in an appropriate unit as defined above among properly eliyible employees.



Arbitration

If the parties are unable to resolve a dispute either party may, submit the unresolved dispute
about compliance with or construction of this EPA for final and binding resclution by Jeffrey
Jacobs as the permanent Arbitrator selected for deciding any dispute under this EPA. In the
event he is unavailable Mario Boganno will be the arbitrator. In the event he is unavailable,
the parties will select a substitute by mutual agreement or by striking alternately from a panel
of seven arbitrators obtained from the Federal Mediation and Conciliation Services
(“FMCS"). The Arbitrator shall have discretion to establish procedures for the resolution of
such disputes that may include submission of evidence by the Parties, and is authorized to
develop and order remedies. All such disputes shall be resolved within 10 days of the
submission of the issue, unless otherwise specified in this agreement. [fthe issue concens an
alleged violation pertaining to conduct raised before the election, the Arbitrator shall rule
within 48 hours of the issue’s submission to him/her. The parties waive any and all rights
they might otherwise have to appeal or in any way contest the decision of the Arbitrator. The
parties agree to split the cost of the artitrator equally.

If either party fails to comply with the decision of the Arbitrator, it hereby consents to
enforcement of this EPA and any decision of the Arbitrator in any court of competent
jurisdiction and waives any defenses it might have to such enforcement. The parties agree not
to file petitions (except as specified in this EPA} or charges with the National Labor Relations
Board, which rmay be handled under this EPA.

Union Commitment to a Positive Workplace

SEIU Local 113 is committed to maintaining a positive workptace. SEIU Local 113 agrees to:

not distribute derogatory buttons

not distribute derogatory pamphlets

not ¢ngage in informal picketing

not use bull homs in Hospital hallways or outside on Hospital grounds.

To further demonstrate a commitment to fostering a positive workplace under the Strategic Alliance,
Local 113 will give Allina a 48 hour notice to the Labor Relations Department prior to the distribution
of any buttons and pamphlets. This will allow Allina to review materials for accuracy and correct any
factual errers.

If a disagreement arnises during the course of this agreement relating to the actual and/er proposed
distribution of a button or pamphlet, the dispute will be submitted to the Alliance Team or the Facility
Team whichever is appropriate for final and binding resolution.

Strategic Alliance Agreement Review Process

After sharing information and fully discussing and exchanging ideas and fully considering all
views about issues of interest and concern 10 the parties, decistons should be reached that are
satisfactory to all.
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It is understood that the parties may not always agree. Disagreement at . facility level which
arises out of the interpretation and/or implementation of the Strategic Alliance Agreement
should be referred to the Facility Team for discussion in an attempt 10 reach a consensus
decision. If it cannot be resolved at the Facility Team level, the matter v-ill be referred to
Alliance Team which must address and attempt to resolve the issue no luter than thirty calendar
days following its referral. That group, after careful review of all facts a-d interests, will erafi a
consensus decision designed to resolve the issue.

If consensus proves impossible, the matter may then be referred to an Alliance panel comprised
of two union and two management members, along with a predetermined neutral designee
selected by the Alliance Team. The Alliance panel will be designated immudiately upon receiving
a request, The Alliance panel will meet, confer and witimately craft a solution within thirty days,
unless the time is extended by mutual agreement. Tt is the responsibility of (he neutral designee to
ensure that a final resolution to the issue is crafied. If a jointly armived at solution is not
forthcoming, the neutral will render a resolution. The resolution will be final and binding on all
parties. The Alliance panel members should be from among those least ves 24 in the substance of
the disagreemenl. All questions involving interpretation and implementatica of the Strategic
Alhance Agreement must be submitted through this Review Process and an: not subject to the
grievance and arbilration process.

Accepted and agreed to on March 1, 2006 by:

Allina Hospitals and Clinies SEIU Local
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